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Section |. State Workforce Strategic Plan

A state’s Integrated Workforce Plan must identifg programs included in the plan, and include
the following key elements. Please note that, whpmopriate, narratives in each section of the
plan may contain Web links to external supportioguments.

Governor’s Vision This portion of the Integrated Workforce Plan mdescribe the governor’'s
strategic vision for the state’s economy and ovenarg goals for the state’s workforce system.
This vision should provide the strategic directfonthe state workforce system and guide
investments in workforce preparation, skill deveh@mt, education and training, and major
initiatives supporting the governor’s vision. THarpalso must specifically address the
governor’s vision for aligning efforts among wornide development partners to achieve
accessible, seamless, integrated, and comprehessiviee, and how programs and activities
described in the plan will support the state’s emmic development needs and the employment
and training needs of all working-age youth and lgglin the state. The plan must include a
description of the methods used for joint plannemy coordination of the programs and
activities included in the plan. (WIA Sections (), 112(a)-(b), W-P Section 8(c).)

Gov. Markell envisions an integrated workforce depeent approach moving Delawareans
through a lifelong educational cycle starting withhru 12 schools. The developmental years
focus on four specific skill-sets --- Science, Trealogy, Engineering, and Math (STEM) skills;
Thinking Skills, Workplace Skills, and Citizensigkills. Students, benefiting from anticipated
improvement in graduation rates, move to post sgemgneducation and/or training via several
tracks including, but not limited to, Delaware’sil\drsity system, Delaware’s Technical
Community College System, and other profession#daales training programs.

The Workforce Investment Board will use demand pation data from the state’s Office of
Occupational and Labor Market Information (OOLMhe DWIB'’sprivate industry members,
intelligence from the Delaware Economic Developn@fiice; (DEDO); and also information
gleaned through the Delaware Department of LabBi\@sion of Employment and Training
(DOL-DET) outreach efforts of its Business Servithst to develop and constantly refine the
demand occupations list. This list is the primayyrse for approving and developing training
programs. This integrated approach mirrors thescdepartment and cross divisional
cooperation the governor demands for all piecadbefvorkforce system.

Gov. Markell also envisions a small business emwvirent where businesses with Delaware roots
become the mainstay and engine of the state’s warkfstructure. Properly incentivized, these
businesses will allow the state to insulate itdelsome degree, from the devastation of large
scale layoffs, like those experienced during theaERecession. A Delaware homegrown firm
employing homegrown and trained talent is the ¢atés

Although the focus of our integrated approach‘i&ew Our Own” Entrepreneurial and Small
Business base, Gov. Markell sees a more robustaolarger business recruitment and
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retention. This recruiting and retention effortlwéquire a synchronized approach where the
state’s economic developers, workforce develoeard,educators increase the amount and
quality of cross-communications to ensure an ggwithich identifies new inbound businesses,
training needs for staff of those firms, and crealatform for delivering the needed training.

Delaware Youth are an essential part of Gov. Méigkeision for the future. He believes any
system must have accessible career developmemntaftapities for all of the state’s children,
including those who are traditionally defined as blardest to serve. The Governor, in
collaboration with the Lieutenant Governor, envisianeshing of already existing successes
with several new initiatives. Chief among thesegeater parental involvement in education;
attacking the achievement gap by addressing poaedyits causes; early childhood education;
school improvement; after school enrichment; sastgisuccessful youth programs; and closer
coordination between cabinet agencies.

While all segments, of the state’s workforce arpontant, Gov. Markell envisions greater
emphasis being applied to long term unemployed;High School Diploma Graduates, the
traditional hardest to serve adults and youthpdetled workers, ex-offenders, and returning
warriors. Though starkly dissimilar, these popwlas will likely require increased retraining and
honing of job skills. Even so much has already oezuwith these groups from the
establishment of Adult Basic Education / Generaldadion Development, to the establishment
intense Reemployment Services, to the initiatiothefindividual Assessment, Discharge and
Planning Team (I-ADAPT) for ex-offenders, and othew approaches such as the state’s tax
credits for businesses hiring returning veterans.

Gov. Markell demands that all the pieces of hislipuorkforce system demonstrate Agility,
Initiative, Depth, Synchronization, and Versatil{yDS-V). The system has to be Agile enough
to take advantage of unplanned opportunities, asdhe new Amazon Distribution Site, as well
as setbacks, such as the plant closures we expedémrecent years. This requires leaders in
the publicly funded system to not only demonstsatend judgment, but also demonstrate the
decisive Initiative that acts quickly to exploitmptunities or set the conditions for immediate
and future success. The publicly funded system imaxgt a Deep bench of thoughtful staff and
leaders who can leverage knowledge and experiehea vesources dry up or become difficult
to find. Gov. Markell believes Synchronization beem divisions and departments is critical to
ensure the entirety of state government is usiagcecresources to exploit success and not
reinforce failure. Governor Markell envisions a Vatile system that can quickly, competently
and enthusiastically handle disparate challengdsasure Delawareans get need services and
businesses get needed workers.



Economic and Workforce Information Analysi®ie Integrated Workforce Plan must describe
the labor market and economic context in whichstfa¢e's workforce system (including all the
programs in the Integrated Workforce Plan) is opigrg, based on accurate and timely labor-
market, demographic, and economic information, wdlticular attention given to high-need,
under-served, under-employed, and/or low-skilldopsyulations. (WIA Sections 112(b)(4),
112(b)(17)(A)(iv), 112(b)(18), W-P Sections 8(b)ld®.) This description should include an
assessment of the needs of constituents withstabe who will become, or currently comprise,
the state’s workforce, particularly those needschitan be addressed by the programs included
in the Integrated Workforce Plan.

The state’s analysis of the current economy angrdéutrends of the economy forms the
foundation for strategic planning. For its analydise state may use the workforce
information produced by the state workforce ageayvell as other data available from
Federal, state, and private sector sources, andrméd by the business representatives of
the state workforce investment board (STATE BOARD®) Integrated Workforce Plan
must include the following specific informationnpswstent with Section 112(b)(4) of the Act:

Overview of Employment by Industry
Construction
Employment in the Construction sector was esséyfiat in Delaware from 2010 to 2011,
measured as annual averages for each year. Tleeeel®,290 private sector jobs here during
2010, and 19,280 in 2011. However, measured freaeber 2010 to December 2011, the
industry lost 1,170 jobs. This difference betwaanual averages, where employment was
nearly unchanged, and calendar 2011, where jobkyfelearly six percent, reflects the
economic bottom which occurred early in 2010, am@@nomic recovery which began in mid-
2010, and lost momentum in mid-2011. Private itjusmployment was 27,420 in 2007, just
prior to the recession. There are an additiori#8@ construction workers employed by state
government, but they are included under State Guowent in this report.

Construction employed 4.8 percent of the state’skfeoce and paid 5.0 percent of the total
wages in Delaware in 2011, just over $1 billiorhisTis down by over $340 million from the
peak in this industry in 2006. The average wage hereased by 6.8 percent in 2011, to
$52,468. This varies considerably by county, lith Sussex County average at $41,515; Kent
County at $43,410, and New Castle County at $54,8te number of jobs fell by 330 in New
Castle County from 2010, by 80 in Kent County, agat0 in Sussex County (these declines
were almost completely offset by an increase inleympent at firms classified as multi-county,
to leave state employment down by only 10 jobshc&the recession began in 2007,
Construction jobs dropped relatively more in Keou@ty, where they fell by 43 percent. The
decline in Sussex County was 33 percent, and in Qastle County, 30 percent. In 2011, there
were 12,590 Construction jobs in New Castle Coud§20 in Sussex County, and 2,020 in
Kent County.



There are three sub-sectors which make up the @atish industry: Construction of Buildings,
Heavy and Civil Engineering Construction, and SakegiTrade Contractors. Over the past year,
this last sub-sector increased employment by 289 jjo the state (2.4 percent). The number of
jobs in building construction fell by 80 (1.7 pente while there was a relatively large decline in
Heavy and Civil Engineering private employment ©02o0bs (8.1 percent).

Since 1990, the lowest number of jobs in this ilduaas 18,260, in 1994. The peak was
29,260 in 2006. The Construction industry hasiktahl, but not yet begun to recover from the
recession. Its 2011 total is between the levdigseaed in the state in 1994 and 1995.

Manufacturing

Employment in Manufacturing declined by 480 jolis1 @ percent, from 2010 to 2011,
continuing a long-term trend. This sector has g@ibs in Delaware in only 4 out of the past
21 years. The 2011 average of 25,670 jobs repieeh percent of Delaware’s total
employment. Total wages paid in 2011 were $1.4bbj which was 7.1 percent of all wages
paid in the state. The average wage in this secser$56,203 in 2011, a decline of 1.5 percent
from 2010. The average wage shows great variatooss the counties, in part due to the
different types of manufacturing in different aredshe state.

There are 20 sub-sectors in Manufacturing. Foodu¥cturing is by far the largest among
them in Delaware, with 8,760 jobs in 2011, morentbae-third the sector’s total. Food
Manufacturing represents nearly three-quartersug& County’s Manufacturing employment.
It is also a relatively low-paying industry, leadito average pay in Manufacturing in Sussex
County of $34,481 in 2011. In Kent County, FoodnMfacturing makes up 23 percent of total
Manufacturing jobs, with Paper Manufacturing jugifgly larger. Average annual pay in
Manufacturing in Kent County was $51,674 in 20Computer and Electronic Product
Manufacturing is the largest sub-sector in New [gaSbunty, accounting for 24 percent of jobs
in the sector. Chemical Manufacturing and Plastro$ Rubber Products Manufacturing are the
next largest subsectors. All pay relatively higiges, leading to New Castle County’s $76,855
average wage in 2011. In 2011, there were 11,7d40ufhcturing jobs in New Castle County,
10,550 in Sussex County, and 3,250 in Kent County.

Industry sub-sectors which gained jobs in 2011 ety Petroleum and Coal Products
Manufacturing, which added 270 jobs. FabricatedaMeroduct Manufacturing and Plastics and
Rubber Products Manufacturing were the next biggasters, with each adding 140 jobs. Job
losses came mainly in Chemical Manufacturing, wiiehlined by 710 jobs, though that was
primarily due to an administrative re-classificatiof jobs into another industry. There were 130
jobs lost in Transportation Equipment Manufacturing



Jobs in Manufacturing in Delaware are down by 7,85 percent) since 2007, but this period
looks less like a recession than a continuatica wiuch longer trend in this industry. After
declining from the modern peak of 46,010 jobs i8d,9Manufacturing gained jobs at the end of
the 1990’s, but has been in near-steady decliroe $iven, with cumulative job losses of over
19,000 jobs.

Wholesale Trade

Employment in the Wholesale Trade sector was bilsicachanged in 2011, with a total of
12,490 jobs in 2011, compared to 12,500 in 201@pleyment remains substantially below the
total of 14,830 recorded in 2007 before the reoessi

While a relatively small industry sector, employi®id percent of Delaware’s workforce, it pays
5.1 percent of the state’s total wages, an amastigver $1 billion. The average wage of
$82,537 was fourth highest among the 19 industtiose for which we publish wage data (wage
data in the Ultilities sector are not published ttueonfidentiality rules). The high average wage
comes from the jobs in New Castle County, whereentloan two-thirds of the state’s total jobs
in this industry are located. The average wadeew Castle County was $91,840 in 2011. It
was $53,488 in Sussex County and $44,513 in Kenh§o

There are three sub-sectors in this industry: KemtWholesalers of Durable Goods, Merchant
Wholesalers of Nondurable Goods, and Electronickigtarand Agents and Brokers. In 2011,
gains in the first sub-sector were largely offsgtdsses in the last. Employment in the
Electronic Markets sub-sector took off beginnin@001, growing from 600 jobs in the year
2000 to over 3,000 jobs by 2008. It has declimedach year since, falling to 2,260 in 2011.
The other two sub-sectors appear to have at ledstized, with the increase in durable goods
probably tied to the pick-up in car sales.

Retail Trade

Not long ago Delaware’s biggest industry in terrhpbs, Retail Trade has fallen behind the
fast-growing Health Care and Social Assistanceshguwsector. Retail Trade employs 12.6
percent of the state’s workforce, but pays onlygeEcent of the state’s total wages, in part due
to the high proportion of part-time workers. Thbeat wage bill in this sector was just over $1.3
billion in 2011, with an average annual wage of ,$85.

Employment increased by 720 jobs in 2011, but remaiore than 3,700 jobs below where it
was at the start of the recession. There wergdais in both New Castle and Kent Counties,
but employment was flat in Sussex County, wheraiRistthe top employer, with 11,540 jobs in
both 2010 and 2011. The number of jobs in Sussemty Retail is above the level of 2007; the
other two counties have not yet fully recoveredrfrihie recession.



There are 12 sub-sectors in Retail Trade; sevaredgobs in 2011, while five declined. The
largest gainers were General Merchandise Store&0j+Electronics and Appliance Stores
(+210), and Motor Vehicle and Parts Dealers (+150)e sub-sectors losing the greatest number
of jobs were Sporting Goods, Hobby, Book, and M@&mres (-210), Food and Beverage Stores
(-130), and Miscellaneous Store Retailers (-120).

Since 1990, Retail Trade’s lowest job totals cam&991, at 42,220 jobs. Employment grew at
a fairly steady pace through 2007, when the nurabmbs peaked at 54,320. After modest
growth in 2010, Retail Trade posted a healthy Ertent increase in jobs in 2011.

Transportation and Warehousing

Total private employment in this sector was 8,8flfsjin 2011, amounting to 2.2 percent of the
state’s workforce. This number excludes the mibaa 13,400 jobs engaged in this industry
under federal, state, and local government employmk also excludes the estimated 1,350
railroad employees, as they are not covered untamployment insurance laws. Total wages
for the workers reported in this sector amounte®i3®7 million in 2011, 1.8 percent of the
state’s total wage bill, and the average annualeweas $40,221.

Employment grew modestly in 2011, with 130 totddg@dded, mainly in Truck Transportation
and Support Activities, but the number of jobsti siore than 1,000 below the 2007 peak of
10,400. Growth occurred in New Castle and Susseies, while employment in Kent
County fell by 40 jobs. The average wage was sdméwgher in New Castle County, where
62 percent of the sector’s jobs are located, af08#4in 2011. Average wages were lowest in
Sussex County, at $30,704.

Information

The already small Information industry sector conéid to shrink in 2011, dropping below 6,000
total jobs for the first time in 15 years. It eroys 1.4 percent of the state’s workforce and pays
1.6 percent of its total wages, $325 million in 20IThe average wage was $57,419 in 2011.
This varied less across the counties than many attastries. In New Castle County, where 80
percent of the jobs are located, the average wagehn8,513. In Kent County, it was $46,861,
and in Sussex County, $49,445. The number offiglbs 2011 in all three counties.\

There are six sub-sectors in this industry, thgdar being Telecommunications, which had
2,700 workers in 2011. The only other sub-secitit more than 1,000 employees is ISPs,
Search Portals, and Data Processing, which had.1 R&blishing, which at one time had nearly
1,800 workers, continued to decline and had 9686 jol2011.



From a low point of 4,070 jobs in 1992, the Infotima sector grew rapidly, peaking at 8,150
jobs in the year 2000. Since then, it has declalgtbst as rapidly as it grew, with the recession
having a less noticeable impact than the longen technology-driven trend.

Finance and Insurance

There was a very modest gain of 90 jobs in therii@and Insurance industry sector from 2010
to 2011, leaving total employment at just below08D, jobs, which is 9.2 percent of the state’s
workforce. The $3.1 billion in wages is the highefsany industry sector in the state, making up
15.3 percent of the state’s total wages. The aeeaanual wage of $84,266 is exceeded by only
two industries for which data are published, Mamaget of Companies and Enterprises, and
Professional, Scientific, and Technical Services.

New Castle County has 89 percent of the jobs iarfte and Insurance, and was the only county
with job gains (450 net new jobs) in this secto2@11. Average wages are also higher there, at
$87,150 in 2011, compared with $62,553 in Kent Gpamd $44,217 in Sussex County.

There are four sub-sectors, with the largest bypé&ang Credit Intermediation and Related
Activities (this sub-sector includes banks). THe9PO jobs here represented a decline of 840
jobs from 2010. This banking sector has been ¢pgihs in Delaware for over a decade. (The
data show a spike in jobs of over 7,500 in 2003 that was just an administrative industry re-
classification.) The job losses in banking wera@dt exactly offset by gains in the Securities,
Commodity Contracts, and Investments sub-sectachwgmined 820 jobs in 2011. The
Insurance sub-sector added 120 jobs, for a 20Irhgeef 6,820, while the sub-sector Funds,
Trusts, and Other Financial Vehicles went fromtaltof 330 jobs down to 320 jobs.

The Finance and Insurance sector’'s number of jebkex in 2001, corresponding to the peak in
the banking sub-sector. With the exception of alkdip in 2003 and 2004, the Securities sub-
sector has grown steadily since 1991, with vetleliegative impact from the recent recession.
Employment in the Insurance sub-sector appears toghly cyclical in Delaware, where jobs
were lost in each of the last three recessions, gagned back during economic expansions. The
number of jobs in Insurance in 2011 was about #meesas in 1997, with two peaks and valleys
in between.

Real Estate and Rental and Leasing

This small industry sector became a little smaite2011, losing 250 jobs to a level of 5,490.
This amounts to 1.4 percent of Delaware’s employm@&he $228 million paid in wages was
1.1 percent of the state’s total. The average vim@611 was $41,527.

There was a gain of 40 jobs in New Castle Countyclvwas more than offset by losses in each
of the other two counties. There were 3,380 joddew Castle County, paying an average of



$46,437 in 2011. Sussex County came next, witB(lj6bs paying an average $32,168, while
Kent County had only 410 jobs, paying $33,202.

There are only two sub-sectors in this industryalfsstate, and Rental and Leasing Services.
They have followed a similar pattern of growth a&tline, peaking at different times. The
number of jobs in Real Estate peaked just pridhéorecent recession at 4,890 jobs in 2006.
This is the well-known real estate bubble. The beanof jobs here has fallen every year since.
Employment in Rental and Leasing Services peakethrearlier, in 2000, at 2,400 jobs. This
peak corresponds to the height of video rentalisesy which by now have largely moved out of
brick and mortar locations. The impact of the sso@n is barely discernible here, as compared
to the impact of technological change.

Professional and Technical Services

The Professional and Technical Services industtosewhich includes legal, accounting,
engineering, design, and consulting services, anotimgrs, along with scientific research, added
700 jobs in 2011. The job numbers show a gairvef @000 jobs, but most of it was due to
administrative reclassification. Nonetheless, alojmowth of about 3.5 percent in one year is
quite healthy. The actual job gains came in Comp8ystems Design and Architectural and
Engineering Services. Most of the apparent gauhsch were really just administrative
reclassification out of other industries, cameasearch and development in biotechnology and
life sciences.

The nearly 26,000 jobs in Professional and TeclhiSeavices (there are no sub-sectors in this
industry) represent 6.4 percent of Delaware’s wandé. The $2.3 billion paid in wages was
11.4 percent of the state’s total. The averagesweas $89,618 in 2011.

Eighty-five percent of the jobs in this industrgdocated in New Castle County, where the
average annual wage of $94,898 is nearly twiceithent County ($52,442) and Sussex
County ($51,561). Employment was nearly flat ia two southern counties, with all of the job
gains in 2011 in New Castle County.

Employment declined dramatically in the early 139@alling from 28,000 down to 21,000. It
then rose just as dramatically, peaking at oved@Y py the year 2000. The number of jobs then
bounced around for a few years before being hil barthe recent recession, with the bottom of
23,680 jobs coming in 2010.

Management of Companies and Enterprises

This industry sector, which has no sub-sectorssistgof establishments whose main purpose is
to manage the operations of the larger enterpgce@monly known as headquarters. It also
includes holding companies, which typically repamty one employee. There are several
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thousand of these in Delaware. There were jolekssthis sector in 2011, although not as
many as the data appear to show. Just under ©fQ06 jobs were administratively reclassified
into the Professional and Technical Services inguktaving a real decline of just under 600
jobs. These tend to be very well-paying jobs, hmwveas the industry’s $128,334 average wage
in 2011 was the highest of all industry sectorke 8,070 employees here are 2.0 percent of the
state’s workforce, but the $1 billion payroll repeats 5.1 percent of Delaware’s total wages.

Ninety-five percent of the jobs in Management ohfpanies and Enterprises are located in New
Castle County, with Kent and Sussex Counties hal@tjjobs each. The average wage varies
greatly: $130,136 in New Castle County, $98,576ussex County, and $68,993 in Kent
County. Employment peaked in the year 2000, angdugl decline was made steeper by the
recent recession. There have been no signs abaery in employment here.

Administrative and Waste Services

There was a gain of 440 jobs, or 2.1 percent,enAtiministrative and Waste Services industry
sector in 2011, coming on the heels of a slighthalier gain the previous year. The 21,800
employment level represents 5.4 percent of the’stamployment, while the $714 million in

total wages was 3.5 percent of the state’s totglenall. The average wage of $32,743 is among
the lowest in the state.

New Castle County has 70 percent of the jobs andueted for most of the gain in 2011, adding
570. Sussex County increased employment in tiet®sby 80 jobs to 2,710, while Kent County
employment declined, dropping from 2,760 jobs id@@ 2,520 in 2011. The average wage is
similar in the two southern counties, $28 577 imK€ounty and $28,717 in Sussex County, and
a little higher in New Castle County, at $34,024.

There are two sub-sectors in this industry. Adstmaktive and Support Services, which includes
temporary help, telemarketing, janitorial, secyrégd landscaping services, has the bulk of the
sector’'s employment, with 20,640 jobs in 2011. Wadanagement and Remediation is the
other sub-sector; employment there increased hgl&dlast year, to a total of 1,160.

Employment in Administrative and Waste Servicekpdan Delaware in 1999 at just under
27,000 jobs. It fell off rapidly in the recessioh2001, grew moderately after that, and then fell
off again in the recent recession. Employment apgp® have bottomed out in 2009 and has
now grown the past two years.

Educational Services

Educational Services has several features whichitsgpart from other industries. The
ownership structure encompasses privately-ownedbkstments, local government public
education, and state-owned schools. The servmedad ranges from elementary through
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vocational to university level. The broad indusagyoss these ownerships and service levels
provided 33,190 jobs in 2011, 410 more than in 2@bd representing 8.2 percent of the state’s
total jobs. There were $1.7 billion in wages paitiich was 8.2 percent of the state’s total. The
average annual wage of $50,527 in 2011 was $23 thareDelaware’s overall average of
$50,504.

Local government employs 56 percent of the totacation workforce through the public school
system, accounting for more than all of the gaijobs in 2011 (state government education
declined). The average wage here was $47,9001ih. 2Bxcepting a small decline of fewer than
250 jobs in 2002, the trend has been continuallyard, from 12,690 jobs in 1990 to 18,670 in
2011.

State government education includes charter schibm@<ommunity college system, and public
universities. There were 10,080 jobs at theséuisins in 2011, not including student workers.
This was down by 110 from 2010. The average wageate-owned schools was $59,808 in
2011. The long term job trend is not as unifornicedocal education. There was a decline of
900 jobs through the first five years of the 19968pwed by steady gains to a peak of 10,700
jobs in 2002.

Private education is the smallest employer of lined, with 4,430 jobs in 2011, 70 more than in
2010. The average wage is lowest here, as we4@680 in 2011. The number of jobs in
private education increased rapidly from just be®)@00 in 2001 to over 4,200 in 2006. Since
then, it has fluctuated within a fairly narrow bawfdseveral hundred jobs.

Health Care and Social Assistance

In 2007, Health Care and Social Assistance surpgd?stail Trade as Delaware’s top industry
sector in terms of employment. The gap betweem tha&s widened each year since then. There
were 57,620 jobs in privately-owned facilities 012, an increase of 1,440 jobs from 2010. In
addition, there were 5,410 jobs in federal ancesgatzernment facilities. The private
employment accounts for 14 percent of Delawardda tworkforce. The $2.8 billion in wages
was 13.9 percent of the 2011 total wages in thte,staaking the $49,003 average annual wage
slightly below the overall state average.

Sixty-six percent of the jobs are in New Castle @gu This proportion has increased in recent
years, as most of the new jobs have been thefss iddNew Castle County in this industry
increased by 970 from 2010 and by 5,620 from 2@0&ls. Sussex County, with the second
highest job total of 9,460 in 2011, increased b§ 86m 2010 and by 1,310 from 2007. Kent
County has not seen such rapid growth; jobs thremeased by 430 from 2007, and by 30 from
2010, for a 2011 total of 7,850 jobs. Average wag also lower in Kent County, at $38,622 in
2011. In Sussex County, the average pay was $86a86 in New Castle County, $51,571.
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There are four sub-sectors in this industry secldre largest, if we include government-owned
facilities, is Hospitals, with 22,170 jobs in 201Just over 3,000 jobs have been added at
Delaware Hospitals since 2007. Ambulatory HealéineCServices, which includes the offices of
health care practitioners, grew the most from 2012011, when 720 jobs were added. There
were 18,470 jobs in this sub-sector in 2011, uR B30 from 2007. The fastest-growing sub-
sector since 2007 has been Nursing and Residé€dral Facilities. Jobs there went from 8,340
in 2007 to 10,570 in 2011, an increase of 27 parc&he smallest and slowest-growing sub-
sector is Social Assistance, which includes chdg dare. There were 9,300 jobs in this sub-
sector in 2011, up from 9,240 in 2010, and 8,232007.

Job growth in Health Care and Social Assistancebkas remarkably steady for more than two
decades. Recessions have not shown an appreicigizet.

Arts, Entertainment, and Recreation

The Arts, Entertainment, and Recreation industcyaseshowed healthy job growth for the
second consecutive year in 2011, adding 230 joR¥ (percent), after gaining 390 jobs in 2010.
Its 8,760 jobs in 2011 represented 2.2 percetiimétate’s total employment, while the $245
million in total wages was 1.2 percent of the olldmdal. The average wage was $28,074.

Over half of this sector’s jobs are in New Cast@ufty, but recent growth has been in the other
two counties. The number of jobs in New Castler@pudeclined by 10 from 2010; jobs are
down by 60 since 2007 there. In Sussex Countyetivere 60 jobs gained in 2011, leaving total
jobs there 100 more than in 2007. Kent Countyde@s the biggest increases, adding 280 jobs
in 2011. Job totals in this sector in Kent Cousrty 560 more than in 2007. Average wages are
similar in New Castle County ($29,081) and Kent @tgy$28,354), but lower in Sussex County
($22,501).

There are three sub-sectors in this industry. dP@ihg Arts and Spectator Sports employed 730
in 2011, down by 10 from 2010, and down by 80 fr2Z@07. Museums, Historical Sites, Zoos,
and Parks has moved in the opposite directionngdsld jobs from 2007 to get to a total of 800
jobs in 2010, then remaining at that level in 20Amusements, Gambling, and Recreation is
the biggest sub-sector and the fastest-growingngdtO jobs in 2011, for a total of 7,230.
Since 2007, this sub-sector has gained 650 jobs.

Arts, Entertainment, and Recreation grew throughioeitt 990s, about doubling in size to peak at
nearly 9,000 jobs in 2005. It began losing jobermto the recession, but also recovered early. It
is now up nearly 1,000 jobs from its low point iD0D.

Accommodation and Food Services

Employment in the Accommodation and Food Servindsstry sector continued to grow in
2011, adding 730 jobs, a 2.2 percent annual groatth Since the recession began in 2007, this
sector has added 1,770 jobs, representing 5.4meyoavth. The 34,380 jobs in 2011
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represented 8.5 percent of the state’s total, vihdandustry paid $563 million in wages, 2.8
percent of the total wages paid in the state. #1&393 average annual wage in 2011 was the
lowest of all major industry sectors. This figul@es not include tips.

\

Fifty-eight percent of the jobs, and nearly all jble growth, were in New Castle County in
2011. There were 860 jobs added there, for a tbth,930. Kent County saw an increase of
90 jobs, while Sussex County lost 200. The aveveage is also highest in New Castle County,
at $16,852. In Sussex County it was $16,617 inl2amd in Kent County, $13,849.

There are two sub-sectors in this industry, Accomiation, with a workforce of 3,140 in 2011,
and Food Services, which had 31,240. While empeyin Food Services has increased in
nearly a straight line since 1990, job growth irc&mmodation has been more uneven.
Employment fell from 1990 through the mid-1990saiyost 700 jobs, and then rebounded
through 2007 to almost 1990 levels. A post-recgssebound began in 2009, sending
employment in Accommodation to its current-all-titmgh.

Other Services

The industry sector Other Services showed stabfdament in the number of Unemployment
Insurance covered employees in 2011, but thera Ergye number of non-covered workers in
this industry, particularly at religious institutis. Good data on their numbers do not exist, but
we estimate there are about 7,000 such worketseistate, who are not included in these
figures.

The 13,060 covered employees in 2011 were an isereB30 over 2010, and represented 3.2
percent of the state’s total covered employmetfite Jector paid $360 million in wages, 1.8
percent of the overall total. The average annuwagenin 2011 was $27,599.

Two-thirds of this sector's employment was in Neas@e County. The average wage was also
highest there, at $28,874. Sussex County hadtsligtore workers than Kent County, 2,190
versus 1,810. Wages were also slightly highernissgx County, $25,005 versus $23,976.
There are four sub-sectors: Repair and Maintenamite 3,250 jobs in 2011; Personal and
Laundry Services, which had 4,310 jobs; Membergisigociations and Organizations, the
largest at 4,710 jobs, and Private Households, v@th Employment in all the sub-sectors has
been relatively stable in recent years, with ongp&r and Maintenance showing much change
since 2007, losing 350 jobs.

Government

Government does not really fit in with the othettustry sectors, as it is an ownership concept,
not a functional concept. Functionally, employata federal government hospital would be
listed under Health Care, not Government. Iniattrfunctional hierarchy, the jobs not falling
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under one of the other industry sectors would besified as Public Administration, not
Government. Practically, there is a tendency &@@jobs in an ownership context first, then to
place private employment into functional industegters, so here we include all Government
workers. There will be some overlap with the nunmidfgobs reported in other industries, such
as Education.

There were an average of 60,440 people workindj ie\aels of government in Delaware in
2011, a decrease of 30 from 2010, but up by 1,6 she recession began in 2007. This
represents 15 percent of the total employmentérsthte. There were $3.0 billion in wages
paid, representing 14.9 percent of all wages patie $50,288 average wage was just slightly
below the overall average of $50,504.

State Government is the largest employer of theethevels of government, with 29,000 workers
in 2011. This was down by 170 from 2010, but uBB9 from 2007. The average wage for
State Government workers was $50,086 in 2011.e &atvernment includes the charter schools,
community colleges and public universities, as \asladministrative agencies. Local
Government, which includes county and city/townegumownents, as well as public schools, had
25,630 workers in 2011, up by 460 from 2010, antyf,000 from 2007. The average pay in
Local Government was $47,475 in 2011. Federal @wnent, which includes the Post Office,
various agencies, and civilian military jobs (bot service members), had 5,810 workers in
Delaware in 2011, down by 320 in 2010, but up b 86m 2007. The 2010 job number was
somewhat inflated by temporary hiring for the Censilihe average annual pay in Federal
Government in the state was $63,691 in 2011.

By county, the bulk of employment for all levelsgdvernment was in New Castle County. At
the federal level, there were 3,280 jobs theredihl?2 1,980 in Kent County, and 550 in Sussex
County. There were 15,610 State Government joidein Castle County, 11,690 in Kent
County, and 1,590 in Sussex County. In Local Govent, 14,770 jobs were in New Castle
County, 5,050 in Kent County, and 5,810 in Susseury.

Labor Market Statistics by Demographic Group
This section presents statistics for various desmgaigc groups in the state. The data come from
the Current Population Survey (CPS) of househabtslacted by the US Bureau of the Census
for the US Bureau of Labor Statistics. The mon#dynple size in the state is around 1,000
households, too small to avoid large changes imasts due simply to statistical sampling
variability, so these data are averages from thiegduly 2011 to June 2012. Averaging data
over a 12 month period reduces sampling variakalitgt seasonal variability.
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It should be noted that while statistics such asuiemployment rate and labor force
participation rate can be calculated for demogmaghoups, skills and skills gaps are individual
in nature, and should not be applied to groupslisSke specific to an individual or occupation.
All demographic groups of any appreciable size @onindividuals with a variety of degrees of
every skill the labor market demands. The skélguired to be a good surgeon are the same for
individuals of any background, and the methodscquaing those skills are invariant with
regards to background.

Civilian Labor Force Participation Rate (LFPR)

The LFPR for any group is the proportion of thaiugy engaged in the labor force by either
being employed or actively seeking work. Matheoally, it is the employed + the unemployed,
divided by the non-institutional population 16 yeaf age and older. It tends to vary mostly by
age group, although it also varies along otheratdtaristics. The LFPR can also change through
time, typically rising during economic expansioas,more people enter the workforce, and
falling during periods of slow growth, as discowgdgvorkers cease looking for work and drop
out of the labor force.

Overall, 62.5 percent of the state’s non-institodlopopulation 16 years of age and older were
either working or actively seeking work during th month period ending in June 2012.
Delaware’s LFPR has fallen in every year sincentst recent peak of 69.8 percent in 2000. It
is lowest among the 65+ age group, at 19.7 pefoemen and 15.6 percent for women. The
next lowest labor force participation is among tgars, at 31.1 percent for males 16 to 19, and
36.6 percent for females 16 to 19. LFPR peak8# gercent for males between the ages of 25
to 34. The highest rate for women is 77.5 peraetite 45 to 54 age group.

Among everyone age 20 and over, the difference dmtwnale and female participation rates is
greatest among the Hispanic population, where thle ic-FPR is 84 percent and the female
LFPR is 52.8 percent. In the White population,tiede LFPR is 67.8 percent and the female
LFPR is 60 percent, while in the Black populatiba thale LFPR is 70.9 percent, while the
female LFPR is 62.6 percent.

Employment

The average total employment level over the 12 mpetiod is 412,000, with 344,000 usually
working full-time. Among the 68,000 residents wisually work part-time, only 17,700 would
prefer to work full-time.

Employment is almost evenly split between gendeits, 206,500 males employed and 205,500
females employed. By race/ethnicity, employmewtle are 310,600 White, 80,800 Black, and
35,000 Hispanic. There were 2,500 new entrantisedabor force during the period (people
who have not worked before).
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Unemployment

The unemployment rate, which is the number of pe@agio are willing, able, and actively
seeking work divided by the labor force, variesagiseacross different demographic groups.
Hispanic males over the age of 19 have the lowsstnployment rate at 4.3 percent, while
Black teens have an unemployment rate of 42.6 perce

The overall unemployment rate for the 12 monthqukrs 7.0 percent. For whites, itis 5.9
percent, for Blacks, 11.0 percent, and for Hispgnids 7.7 percent. Males of all races have an
unemployment rate of 7.4 percent; females havenemployment rate of 6.5 percent. By age
group, male teens have the highest unemploymentt#0.9 percent and female teens the next
highest at 17.8 percent. For males 20 to 24,dtefalls to 13.2 percent; females in that age
group have a 7.4 percent unemployment rate. Mdéscontinue to fall until the 55 to 64 age
group: ages 25 to 34, 8.2 percent; 35 to 44, &tZemt; 45 to 54, 4.9 percent. Male rates then
rise to 5.5 percent for the age group 55 to 64tarid8 percent for males 65 and older. Women
have a slightly different pattern. The rate rigesn 7.4 percent for females in their early
twenties to 9.1 percent in the 25 to 34 age grolipe rates are then similar for all older age
groups: 35 to 44, 5.4 percent; 45 to 54, 4.4 pard to 64, 5.2 percent, and 4.4 percent for
women 65 and older.

Marginal Attachment

One issue that has gained attention recently tsathan individuals without jobs cease looking
for work, they are no longer considered unemployathile this is necessary to keep people who
do not want jobs from being considered unemploged, hence in the labor force, the CPS does
collect information on what is known as marginaaelhment to the labor force.

There are 265,700 state residents over the age whd are not in institutions and are not in the
labor force. Of these, 247,500 say they do nott\egab now, while 18,300 say they do want a
job now. Half of these 18,300 say they searcheavtvk at some time during the previous year
and half did not search for work during the pregigear. Among the people who did search,
1,400 are not currently available for work, leavifhi§00 who are available for work, want a job,
have searched during the past year, but are nardly searching. About one-third of these
people, 2,400, are not looking because they amodiaged over job prospects. These
discouraged workers are down somewhat from 2016énvitiey numbered 3,500, but still up
from earlier in the decade, when there would uguadl about 1,000 discouraged workers in any
given year.

Education

One out of eight Delawareans (12.3 percent) owveate of 24 has an education below the level
of a high school diploma or equivalency. Whilestlavel of education was sufficient for 25.9
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percent of the state’s jobs, the unemploymentfaatpeople with less than a high school
diploma was 12 percent in 2011 in Delaware, thédst)of any education level. With just under
one-quarter of the new jobs projected by 2020 hpaimentry-level education requirement
below a high school diploma, the total percentdgelzs at this education level is expected to
fall only slightly by 2020, to 25.7 percent of gibs. One reason for such high unemployment
rates among people with less than a high scho@mg, when it appears they would be
qualified for a large number of jobs, is that peopith a higher educational attainment also
compete for many of those jobs. The two occupatisith the most jobs in Delaware where less
than a high school diploma may be acceptable at@lFBalespersons and Cashiers. Across the
US, 76 percent of Retail Salespersons do havehadaigool diploma or equivalent, 9 percent
have a bachelor’s degree, and only 11 percenthassa high school diploma. For Cashiers, 42
percent have less than a high school diploma, 8%peare high school graduates, and 14
percent have some college but no degree. Regamli¢se educational level of the people
holding them, the jobs which require less thangh lsichool diploma are the lowest-paying, with
an average wage of $23,418 in Delaware in 201GieQiccupations at this education level with
the most projected job growth are fast food workiersdscaping workers, janitors, and home
health aides.

Almost one-third (32.7 percent) of the state’sdesis over 24 years old have a high school
diploma or equivalent as their highest level of@tion. This is close to the 38.8 percent of the
state’s jobs in 2010 requiring this level of edumat but again, people with just a high school
diploma compete with individuals with higher eduaatlevels for these jobs. The three most
common jobs at this level in the state are Autow@8ervice Technicians or Mechanics,
General Office Clerks, and Customer Service Reptatiges. Nationally, 88 percent of
mechanics have some college, 4 percent have agsedagrees, and only 8 percent just a high
school diploma. Among office clerks, 52 percentehthe minimum required high school
diploma, 34 percent have bachelor’s degrees, amdcznt some college, but no degree. Just
under half of the customer service representatia@e a high school diploma, 24 percent some
college, and 23 percent have an associate’s degree.

Postsecondary vocational education is a categoegetational attainment in our job
projections, but the Census does not provide ateyaathe number of people with this level of
training. If the jobs that require postsecondargational education are added to those which
require a high school diploma, they total 43.1 pet®f the state’s current jobs, and 46 percent
of the projected new jobs by 2020. The Delawammioyment rate in 2011 among people
with just a high school diploma was 8.3 percentdata are available for those with
postsecondary vocational education. The average wethe state for jobs requiring a high
school diploma was $40,188 in 2010. The averagpdstsecondary vocational education jobs
was $39,135.
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Associate’s degree was the highest educationahatéat for 7.2 percent of Delaware’s
residents in 2010, while 5.9 percent of all jolguieed that level of education. Just under one in
five (19.3 percent) of the new jobs projected tiglo@020 will require associate’s degrees,
raising the expected proportion of all jobs the®.® percent. The occupation at this level with
the greatest number of jobs in the state by fRegistered Nurses. It also dominates the
projected new jobs — the 2,500 new Registered Ngnsositions projected by 2020 are greater
than all other occupations requiring an associatetgee combined. Nationally, 64 percent of
Registered Nurses hold associate’s degrees, 28midrachelor’s degrees, and 4 percent have
some college with no degree. The unemploymentimadelaware for people with this

education level was 4.6 percent in 2011, while2b&0 average wage was $74,317.

People holding bachelor's degrees and no higheedagade up 16.5 percent of the population
over 24 years of age in 2010. Just under 16 pe(t&rd percent) of jobs required bachelor’'s
degrees. Only 14.5 percent of the new jobs irsthte through 2020 will require a bachelor’s
degree, pushing the expected total down to 15.&peby 2020. The occupations at this level
with the most jobs in the state in 2010 were Acdants and Auditors, Elementary School
Teachers, Secondary School Teachers, and CompygEns Analysts. These are also the
occupations with the most expected growth. Atrthgonal level, 79 percent of Accountants
have bachelor's degrees, 9 percent master’s degne@®$ percent associate’s degrees. Among
Elementary School Teachers, 75 percent have bathdkgrees and 25 percent master’s
degrees, while 87 percent of their secondary scbmahterparts had bachelor’s degrees and 13
percent master’'s degrees. Computer Systems Ardbrst to have lower levels of formal
education, with 41 percent holding associate’s elegjr26 percent bachelor’s degrees, and 16
percent master’s degrees. The unemployment ra@diaware residents holding bachelor’s
degrees was 4.2 percent in 2011, while the average for those employed in jobs requiring a
bachelor’'s degree was $75,003 in 2010.

Graduate or professional degrees are held by Er@pt of Delaware’s residents, but only 3.4
percent of the state’s jobs required them in 20LBat proportion should increase slightly in the
coming decade, as 4.3 percent of the new jobsgsagdy 2020 will require this highest level of
educational attainment. The most common occupaiioDelaware where a master’'s degree is
considered a requirement are Social Workers, Sa@oohselors, and Elementary and
Secondary School Administrators. Nationally, tbaial education breakdown for Social
Workers is 85 percent hold master’s degrees, 1depehold bachelor’s degrees, and 4 percent
hold a doctorate or professional degree. Among&lcBounselors, 97 percent hold master’s
degrees and 2 percent bachelor’'s degrees. Eightypkercent of School Administrators hold
master’s degrees, 9 percent hold bachelor's degaees/ percent doctorates or a professional
degree. In Delaware, Social Workers and Schooh€elors are projected to increase by the
greatest amount, with Speech-Language Patholagist©ccupational Therapists projected to
add the next-highest amount of new positions. dremployment rate for people holding
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master’s degrees was 3 percent in Delaware in 20h#. occupations listed as requiring a
master’s degree paid an average of $62,118 int#te isn 2010.

The occupations which require a doctorate or psidesl degree with the greatest numbers in
Delaware in 2010 were Lawyers, Physicians and Sungjeand Pharmacists. Nationally, 92
percent of all Lawyers hold a professional degree &percent hold master’s degrees. Two-
thirds of Pharmacists hold a doctorate or profesdidegree, 17 percent hold a bachelor’'s
degree, and 13 percent hold master’s degrees.id@insand Surgeons almost universally hold
doctorate or professional degrees. The unemployragnfor Delawareans holding a doctorate
or professional degree was just 0.4 percent in 20tk average wage for those occupations
which require one was $144,558 in 2010.

Education Total Percent of New Jobs Annual 2011
Openings Total Percent Unemployment
2010-2020 Openings Growth Rate

Ph.D./Professional 3,985 2.6% 1,625 1.2% 0.4%

Master’s 2,480 1.6% 959 1.4% 3.0%

Bachelor’s 24,201 15.7% 7,478 0.9% 4.2%

Associate’s 9,515 6.2% 4,741 1.7% 4.6%

Some College 899 0.6% 284 1.2% 7.8%

Vocational Educ. | 7,244 4.7% 3,608 1.7% Not Avaiabl

High School 58,837 38.2% 19,871 1.0% 8.3%

Grad.

Less than HS 46,998 30.5% 12,000 1.0% 12.0%

Source: Delaware 2020 Occupation and Industryetioins, DE Dept. of Labor.

Disability
According to the 2010 American Community Survegréhwere 60,128 non-institutionalized
Delaware residents between the ages of 18 andhélugive) with at least one disability. This
represents 10.9 percent of the state’s total nstitirionalized population in that age group.
The labor force refers to people who are eithetkvngrfor pay (the employed) or who are able,
available, and actively seeking work (the unempiyeT he rest of the population in question is
considered out of the labor force, a status thateaeither voluntary or involuntary. The
percentage of the population with disabilitiesha tabor force (either employed or unemployed)
was 43.5 percent, just over half the 81.2 percar force participation rate of the population
without disabilities. (Note that these data domatch similar data from the Bureau of Labor
Statistics (BLS); the BLS population universe isnn-institutionalized civilians 16 years old
and older, with no upper age limit.) This meara 86.5 percent of people with a disability are
out of the labor force, compared with 18.8 peradrihose without a disability. Among those in
the labor force, the employment rate for peopldwisabilities was less than half that of those
without disabilities, while the unemployment ratasamore than double that of people without
disabilities. Just over one-third, 35.1 percehthe population with a disability was employed;
almost three-quarters, 74.3 percent, of the pojumatithout a disability was employed. Among
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those with jobs, full-time work was less prevalttpeople with a disability. Just over half
(50.8 percent) were employed full-time. Almost tthards (65.4 percent) of the employed with
no disability worked full-time.

Among those with earnings, individuals with a difgbtended to have a lower income than
those with no disability. The median income forirgividual with a disability was $20,369.
This was 36 percent below the median income fawviddals without a disability. The
difference was slightly larger among women, comuog the usual gender difference in pay.
Females with a disability had a median income west 52 percent lower than males with no
disability.

The unemployment rate, which is the number of pe@agio are able, available, and actively
seeking work divided by the labor force (not popiola), was 19.3 percent for individuals with a
disability, versus 8.4 percent for those withodisability. People with a disability made up
10.9 percent of the population, 6.1 percent ofidber force, 5.4 percent of the employed, and
13 percent of the unemployed.

Labor market experience varies greatly by typeisdlaility. Individuals with a hearing

difficulty were most likely to be engaged in thbéda force, with only 32 percent out of the labor
force. Nearly 60 percent (58.9 percent) of peopth a hearing difficulty were employed, and
13.3 percent were unemployed. There were 7,178vizek residents with a hearing difficulty in
the labor force in 2010.

Just under half of the residents with a visionidlifty were engaged in the labor force, with 51.7
percent out of the labor force. Those with jobslenap 44.3 percent of the population with
vision difficulties. The unemployment rate of §&rcent was comparable to residents without a
disability, and the lowest among the six typesisébility for which data are provided. There
were 4,643 residents with a vision disability ie tabor force in 2010.

Just over one-quarter of residents with a cogniigability were employed (25.9 percent), but
62.7 percent were out of the labor force. The ysleyment rate among the 9,449 individuals
with a cognitive disability was 30.7 percent.

Over two-thirds (68.9 percent) of residents witheambulatory difficulty were out of the labor
force. Just under one-quarter (24.2 percent) wengloyed, and the unemployment rate among
this group was 22.1 percent. There were 9,448eets with an ambulatory difficulty in the
labor force in 2010.

Eighteen percent of Delaware residents with acalé- difficulty were employed in 2010, but
73.7 percent were out of the labor force. Nearlg-third (31.6 percent) of those in the labor
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force were unemployed. There were 2,447 resideitibisa self-care difficulty in the labor force
in 2010.

Individuals with an independent living difficultyaxe least likely to be employed or in the labor
force. Their employment rate was only 17.1 percehtle 75.3 percent were out of the labor
force. The unemployment rate for this group wa$ @rcent. There were 4,430 residents with
an independent living difficulty in the labor foroe2010.

With a Disability No Disability
Labor Force 43.5% 81.2%
Participation Rate
Percent of Population 35.1% 74.3%
Employed
Percent of Labor Force 19.3% 8.4%
Unemployed

Source: 2010 American Community Survey 1-Yearrgstes

Disability Type Percentage of Percentage of Labor | Percentage Out of the
Population Employed Force Unemployed Labor Force
Hearing Difficulty 58.9% 13.3% 32.0%
Vision Difficulty 44.3 8.3 51.7
Cognitive Difficulty 25.9 30.7 62.7
Ambulatory Difficulty 24.2 22.1 68.9
Self-Care Difficulty 18.0 31.6 73.7
Independent Living 17.1 30.5 75.3
Difficulty

Source: 2010 American Community Survey 1-Yearrgstes

Skills
The US Department of Labor, Employment and Trairdgninistration, has developed a skills
assessment for each occupation in the Occupatiofoaimation Network (O*NET), where a
numerical score is assigned to each skill, indigptis importance for success in the occupation.
The 35 basic and cross-functional skills are ligtelbw. The list comes from a March 2010
report by Suzanne Tsacoumis and Shannon WillisarhefHuman Resources Research
Organization, which describes the process usedveldp the skill ratings.

Skill Definitions by Category

Skills are proficiencies that are developed throtrghming or experience. The 35 skills in the
O*NET database (italicized) are divided into basidls and cross-functional skills. Basic skills,
such as reading, facilitate the acquisition of k&ewledge. Cross-functional skills, such as
problem solving, extend across several domainstofiges. Under these two broad headers, the
skills are grouped into smaller categories.
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Basic Skills: Developed capacities that facilitate learning @rore rapid acquisition of
knowledge.

+ Content — Background structures needed to work ariith acquire more specific skills
in a variety of different domains

>

>

>

Reading Comprehensier Understanding written sentences and paragraphsrik
related documents.

Active Listening— Giving full attention to what other people argisg, taking time
to understand the points being made, asking quessése appropriate, and not
interrupting at inappropriate times.

Writing — Communicating effectively in writing as appropedor the needs of the
audience.

Speaking— Talking to others to convey information effective
Mathematics— Using mathematics to solve problems.

Science— Using scientific rules and methods to solve peoid.

% Process — Procedures that contribute to the mpid eecquisition of knowledge and
skill across a variety of domains

>

Critical Thinking— Using logic and reasoning to identify the strérsgand
weaknesses of alternative solutions, conclusiorapproaches to problems.

Active Learning— Understanding the implications of new informatfon both
current and future problem-solving and decision-imgk

Learning Strategies— Selecting and using training/instructional methadd
procedures appropriate for the situation when legrar teaching new things.

Monitoring— Monitoring/Assessing performance of yourself,astimdividuals, or
organizations to make improvements or take cowedction.

Cross-Functional Skills: Developed capacities that facilitate performancaabivities that
OCCur across jobs.

+ Social Skills — Developed capacities used to woitk \weople to achieve goals

>

Social Perceptiveness- Being aware of others' reactions and understgnaimy

they react as they do.
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» Coordination— Adjusting actions in relation to others' actions.

» Persuasion— Persuading others to change their minds or behavi

» Negotiation— Bringing others together and trying to recondiliéerences.
» Instructing— Teaching others how to do something.

» Service Orientatior— Actively looking for ways to help people.

% Complex Problem Solving Skills — Developed capasitised to solve novel, ill-defined
problems in complex, real-world settings

» Complex Problem Solving- Identifying complex problems and reviewing rethte
information to develop and evaluate options andement solutions.

% Technical Skills — Developed capacities used togieset-up, operate, and correct
malfunctions involving application of machines eclinological systems

» Operations Analysis— Analyzing needs and product requirements to eraatesign.

» Technology Desigr- Generating or adapting equipment and technologgtve
user needs.

» Equipment Selection- Determining the kind of tools and equipment neketledo a
job.

» Installation— Installing equipment, machines, wiring, or progeato meet
specifications.

» Programming— Writing computer programs for various purposes.

» Operation Monitoring— Watching gauges, dials, or other indicators t&kensure a
machine is working properly.

» Operation and Contro Controlling operations of equipment or systems.

» Equipment Maintenance- Performing routine maintenance on equipment and
determining when and what kind of maintenance eled.

» Troubleshooting— Determining causes of operating errors and degidihat to do
about it.

» Repairing— Repairing machines or systems using the needasl to
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» Quality Control Analysis— Conducting tests and inspections of productsjices, or
processes to evaluate quality or performance.

+ Systems Skills — Developed capacities used to wwtaed, monitor, and improve
socio-technical systems

» Judgment and Decision Makirg Considering the relative costs and benefits of
potential actions to choose the most appropriage on

» Systems Analysis- Determining how a system should work and how gearin
conditions, operations, and the environment wittef outcomes.

» Systems Evaluation- Identifying measures or indicators of system @enfance and
the actions needed to improve or correct performaratative to the goals of the
system.

s Resource Management Skills — Developed capacised to allocate resources
efficiently

» Time Managemenrt- Managing one's own time and the time of others.

» Management of Financial ResourcesDetermining how money will be spent to get
the work done, and accounting for these expenditure

» Management of Material ResourcesObtaining and seeing to the appropriate use of
equipment, facilities, and materials needed toattam work.

» Management of Personnel ResoureedMotivating, developing, and directing people
as they work, identifying the best people for thie.

To make this applicable to Delaware’s future jolrkeg the skill scores were applied to the 50
occupations projected to add the most jobs in tie $y 2020. Combined, these occupations
make up 47 percent of all current jobs and 62 perokthe projected new jobs. Each skill score
was weighted by the number of new jobs expecteghain occupation, so a skill important to an
occupation with many expected new jobs receivaglaeh score than a skill important to an
occupation with fewer expected new jobs. The wieidlscores for each skill were summed to
arrive at the skills most important (and least imgat) for future employment in the state. At
the top of the list are communication skills: AetiListening, followed by Speaking. As the
most important skill, Active Listening was assigreescore of 100; every other skill's score
reflects its proportion of total points as compa@éctive Listening. For example, the skill
Systems Evaluation received half as many totaltp@s Active Listening across the 50 top
growth occupations, so its assigned score is 3035Askills, ranked in order of their importance
to Delaware’s economy over the next seven yeaedjsaed below:
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Skill

Active Listening

Speaking

Social Perceptiveness

Critical Thinking

Service Orientation

Reading Comprehension
Coordination

Monitoring

Time Management

Judgment and Decision Making
Writing

Complex Problem Solving
Active Learning

Persuasion

Instructing

Negotiation

Learning Strategies
Management of Personnel Resources
Mathematics

Operation Monitoring

Systems Analysis

Systems Evaluation

Quality Control Analysis
Operation and Control
Operations Analysis
Troubleshooting

Management of Material Resources
Management of Financial Resources
Science

Equipment Selection
Technology Design

Equipment Maintenance
Repairing

Programming

Installation

Score

100
97
89
88
86
86
85
83
79
78
74
73
72
71
68
66
61
60
56
53
52
50
44
38
35
32
31
27
24
19
19
15
14
14
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State Strategieg he Integrated Workforce Plan must describe thedtrategies the state intends
to implement, based on its economic analysis, bhieae the governor’s vision and goals.

Cross-Program StrategiesFhe plan must discuss integrated cross-progrartegies for
specific populations and sub-populations identifrethe state’s economic analysis,
strategies for meeting the workforce needs of thie's employers, and regional and sector
strategies tailored to the state’s economy.

Non-High School Diploma Graduates Of the more than 160 jobs the Delaware Workforce
Investment Board has identified as high demandP#2012 only about 19 percent of them were
open to people with less than a high school diplo@fahose about 70 percent earned less than
$25,000 per year, with only four earning more t&860,000 per year. 90 percent of these jobs
required short term on the job training or no O8&lka These jobs tended to have a high
turnover with some needing to annually recruit atrfwlf of the people for replacement
workers. Although it is axiomatic that people withver educated attainment earn less, they also
are likely to leave low paying jobs for other loayng jobs, thus creating a constant cycle of
poverty. To ensure we address this challenge théEDWWOL-DET and DOE are aggressively
pushing Adult Basic Education and GED (ABE/GEDgaiinent through the One Stop system
as well as partnering with local governments tante existing ABE/GED programs. To that
end the DWIB has voted to invest $9,000 for GEDigsfor PY 12.

Veterans.While there is ample anecdotal evidence to sugyesrica’s returning warriors are
finding it difficult to find jobs when returningdm war, the problem seems to be exacerbated by
the large numbers of reserve component membergethimed home only to find the Great
Recession had destroyed the underpinning of civéiaployment. Working closely with a
variety of regional partners to ensure returningrans have the best chance to take advantage
of Base Realignment And Closure (BRAC) opportusitigat continue to present themselves
resulting from the growth at Aberdeen Proving GimMd. We have established an informal
relationship with the Susquehanna Workforce NetW8&WN). SWN forwards job fair
announcements to the DWIB which forwards them ttaare’s One Stop centers, the
Delaware National Guard Joint Headquarters, thewale National Guard family support
network, Dover Air Force Base, which in turn pagdesannouncements on to the Reserve
Component Air Wings. This informal relationship hasulted in direct coordination between
SWN and all military branches and components regith Delaware. Delaware’s military
Support Group, Delaware Boots On The Ground (Mtkphlotg.org/about), Delaware’s Veterans
Commission (http://veteransaffairs.delaware.goddifshtml) and the MOU signed between
the Delaware Department of Labor, Veterans Admmaiiin, and the Delaware National Guard
outline current and future cooperation prioritidsie will facilitate a smoother transition for our
state’s returning warriors. Even so in the day-#&y-dperations Delaware’s veterans receive
priority of service as outline later in this plan.
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In and Out of School Youth.The State of Delaware will continue to focus yosgvices on
those most in need. Delaware’s definition of “nestliyouth” includes school dropouts
(including those most at risk of dropping out),gban foster care (particularly those who are
aging out), youth offenders, youth with disabistiehildren of incarcerated parents, homeless
and runaway youth.

Delaware will continue to build on existing relatghips with state agencies, Community Based
Organizations (CBQO’s), and Youth service providérsugh the activities of the DWIB Youth
Council. The Youth Council will ensure youth masineed of assistance have the opportunity to
develop and achieve career goals. In additiond@iging oversight and coordination to youth
activities throughout the State, the youth couwwdit

* Work to ensure youth served in alternative progresusive high quality instruction.

» Assure that all programs are outcome focused

* Promote coordination across agencies

* Leverage resources

* Work with employers to develop demand driven motielsssure that youth receive the
training necessary to be successful in thi&gdtury

* Promote services to the neediest youth

* Reevaluate the current youth services plan to agkat comprehensive integrated
services will be provided in an efficient and effee manner.

The DWIB and DOL-DET are also working closely witte Delaware Department of Labor’s
Division of Vocational Rehabilitation (DVR) as paets in the Team Approach in Reaching
Goals through Education and Training (TARGET). Tviegram, which will be discussed in
great detail under the Leveraging Resources seatiomtended to help at risk youth and youth
with disabilities, ages 14 to 24, to obtain voaadilbskills and knowledge leading to employment
outcomes. Delaware not only serves at risk youttedhey leave school, but also works to
preempt that dislocation by sponsoring work tramsiprograms at every public High School

See the Leveraging resources section for a moegletiscussion of funding youth programs.

WIA Adult and Dislocated Worker. Although there are several new approaches invizeks
delivery approach at the operational level, thefpoint of serving these populations continues
to be a robust One Stop System where Delawareansccass resources both in person and in a
virtual environment. The DWIB, in concert with DAQRET, has increased the pressure on
providers to achieve results In Accordance withvifdpublished performance measures. The
DWIB has adopted a more thorough approach to amgyts return and training investments by
embracing a mathematically based formula knowmagastle Rule (see Appendix A).
Moreover a more hardnosed approach to the apmicafi Labor Market Information to
subsequent renewals and initial training provig®liaations will continue to whittle down the
number of providers, ensure we are spending onitigdivhere it counts, and providing
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Delaware employers with a ready and trained woddomlhe DWIB'’s partner, DOL-DET is
addressing some of the needs of the long termeahploged through a federal On The Job
Training Grant; a National Emergency Grant; andsdructuring of the resume function in
Delaware JobLink making it easier for employers prdseekers to find each other. For a more
detailed discussion see the “Leveraging Resousadion of this plan.

Ex-offenders -Recognizing an urgent need for coordinated anchgified collaborative action

to address the growing issue of prisoner reentguihout Delaware, Governor Jack Markell
initiated a Cabinet Level Coalition to develop any program to decrease offender recidivism.
The coalition consists of the departments of CdiwacHealth and Social Services, Labor,
Education and the State Housing Authority. On NI&Y2009, the Governor issued Executive
Order 7 establishing the Individual-Assessmentisdharge Planning Teams (I-ADAPT). See
the text Governor Markell's executive order at Apge B.

The DWIB, DOL-DET and I-ADAPT Team have begun waidkitogether to leverage resources
in hopes of establishing policies and prioritiesttwill set the conditions giving ex-offenders the
best chance of gaining employment and contributinpeir communities. The hope is to
prepare as many offenders before they are reldaséuk rigors of returning from incarceration.
An example of that partnership is the DWIB hasadseset aside $50,000 of state blue collar
funds through DOL-DET to facilitate the trainingsgecific ex-offenders for specific in demand
occupations. The DWIB, DOL-DET and the I-ADAPT teafan to review ex-offender obstacles
and determine which paths forward will provide Hesst potential to mitigate those blockades.

Citizens Needing Remote One Stop Accesehe DWIB has initiated several ways to reach
citizens who cannot access services at the staig’€One Stop Service Centers. These
initiatives include the Sharing How Access to Reses Empowers (SHARE) Network Access
Points (SNAPs) and working closely with the DelagvBxivision of Libraries. After a successful
two year pilot, which saw SHARE network partnersjgbs for more than 300 people, facilitate
several job fairs for job seekers of all skill lesyeand a push to make MS certification available
to several hundred inner city residents, the DWitnds to reinvigorate and refine the SNAP
program over the next five years. Delaware’s Doisof Libraries has partnered with the DWIB
and DOL-DET to establish job centers at the ste82'participating libraries as part of the an
American Recovery and Reinvestment Act. The Divigib Libraries received $1.9 million in
federal stimulus funds to help bridge the techniglaigdivide, boost employment, and improve
education in the First State. Delaware was narsatha of the recipients of funding from the
Broadband Technology Opportunities Program (BT@&ininistered by the U.S. Commerce
Department’s National Telecommunications and Infation Administration (NTIA). While a
more detailed discussion of BTOP is available atlteveraging Resources section below,
suffice it to say the libraries will provide anotlaecess point to that state’s job seekers and
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employers needing remote access. Remote accesgwppes are further bolstered by the use
of Delaware’s Mobile One Stop, which has up to a@MKite link-capable computer stations for
resume development, job searching, and other wea#tiness activities. This is all possible due
to Delaware’s investment in technology and thenexhient of its labor exchange system --
Delaware JobLink

BusinessesThe DWIB, DOL-DET, and the Delaware Economic Depehent Office (DEDO)

will continue to work closely to bring new businesdo Delaware, provide timely training where
needed, and ensure a ready workforce. These pmerealso working together to identify
Delaware business that may need mass recruitimgfasse, specific skill training assistance and
other resources including mass layoff rapid respa@fforts. This plan will detail some specific
measures in the leveraging resources.

The “one stop” serves as a primary hiring resofmcemployers locating or expanding
in Delaware. Whether partnering directly with thesiness or with the business along
with their staffing contractor, the business sesianit as well as other “one-stop” staff
develop hiring plans and implement the targetedices needed by the employer. These
services are customized to meet the business needs.

Training needs are usually identified by our parEDO. Through joint planning,
training is developed. Our goal is to combine fagdvith our partners in this effort on a
dollar for dollar basis utilizing the State fundimipen necessary to meet business needs.
Training efforts are linked with the “hiring” sepas.

Delaware is working with its Management Informat®ystem provider (America’s
JobLink Alliance) to improve the job seekers expece in creating and posting their
resume and the employer’s experience in posting @olal finding and reaching qualified
job applicants. Phase one is in process at the diitthe plan submission. In January of
2013, Delaware expects to fully implement the resymece. Utilizing a simple question
and answer format it is expected that nearly &hts will be able to complete a resume
that provides a good representation of their gigaliions without staff intervention.
Customer choice will continue to be a key compomrdotving the customer to utilize
either the resume writer, customize a resume dpedlavith the resume writer or upload
a resume to place a resume in the system. The assist technology will be available to
assist employers to place job orders in the systeatlowing completion of these items,
improvements will continue focusing on allowing doyers to view multiple resumes at
the same time, placing resumes in a cart to viéev End creating a robust notification
process to enable job seekers to be notified by@raps and staff.
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Partnerships — The plan must include a discussidtey strategic partnerships that are
necessary to successfully implement the strategpesify roles of specific state entities and
programs, and discuss how the strategies will rtteeheeds of employers and of each sub-
population. (WIA Sections 111(d)(2), 112(b)(8), V&detion 8(c).)

Partners.Gov. Markell’s vision for an integrated workforcgsgem is strongly evidenced by the
breadth of partnership brought to the workforceeli@ment table. Some workforce partnerships
are formal relationships with Memorandums of Untierding, while others are informal
information sharing interactions. The following @ameno specific order and no ranking is

implied. Mandatory Partners are identified withaasterisk

*DEDO --The mission of the Delaware Economic Developmefic®{DEDO) is to be
responsible for attracting new investors and bssinte the State, for promoting the expansion of
existing industry, for assisting small and minoftyned businesses, for promoting and
developing tourism, and for creating new and impbemployment opportunities for all

citizens in Delaware.

DEDO is an important part of the state’s workfosgstem as it is often the first entity to identify
inbound business and any training and employmesdsithose businesses may have. This
organization is, in many ways, the first accesspoew employers use when coming to
Delaware. DEDO is an active promoter of the stagteslicly funded labor exchange system.

As a member of the board, the executive direct@BDO provides actionable intelligence to
the DWIB and DOL-DET in establishing a trainingstaffing pipeline, which is fed directly
through the One Stops system. This cabinet-levedddor is also a member of DWIB. Even
though it will become clearer throughout the piarg important to note that the linkage between
DEDO, DWIB, and DOL-DET is an important part of @irategic and operation action. At the
strategic level DEDO representatives have and coatio be active in the DWIB strategic
planning process. DEDO also works to bring empldsgning needs to our attention and these
needs are acted by developing training progranmaitfir postsecondary educators or
professional trade schools. As you will read laterthe DWIB and DEDO have come together
to put aside $250,000 of state funds to develolpts&ining programs for new inbound
employers to the state to facilitate the hirindoefawareans.

Providers. From Delaware Technical Community College, to memslo¢ Delaware’s

University System to the state’s Small BusinessBiadle Schools, Delaware has established
demand driven training system that requires a stabhgile and dependable providers who can
quickly field training courses based on changingleryer needs. While no two providers are
exactly the same, this plan will discuss providdestion in the leveraging resources and
assurances section.
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*Division of Vocational Rehabilitation (DVR) —The mission is to provide opportunities and
resources to eligible individuals with disabilitiésading to success in employment and
independent living.

DVR, DOL-DET and the DWIB have a long history of kkimg together. The relationship has
become closer in recent years as resources groe coostrained. DVR and DOL-DET have
partnered in recent years on the US DOL EmployraadtTraining Administration’s (ETA)
TARGET grant to help at risk youth develop emplowtnekills. This will grant will be discussed
in greater detail in the leveraging resources seciiVhile DVR is not a formal member of the
board, the DOL Secretary voices the division’s @ns and issues. Even so DVR is an active
member of the Youth Council and the DVR directaa isabitual member of the Request For
Proposal adjudication process during the annuathyfunding cycle. DVR also runs the Client
Assistance Program (CAP); Authorized by the Vogatldrehabilitation Program Parts A and B
of the Title | of the Rehabilitation Act (29 USC{)2

*Division of Unemployment Insurance (Ul).Mission: To assist in the promotion of statewide
economic stability and vitality by providing tempoy, partial income maintenance to workers
who become unemployed through no fault of their cand by making referrals of unemployed
workers to re-employment services. Ensure adeduaténg for the payment of unemployment
benefits through the collection of employer tax@&$ministers programs authorized under State
Unemployment Compensation Laws (In accordance Watteral Law)

Contribute to the development of an adequate weoekfby collecting a statewide training tax
from employers to provide funds for the trainingdaeflocated workers, school-to-work
transition, industrial training, and other trainimgiatives.

Recent years have seen the evolution of the rakttip between Ul and DOL-DET. The two
have — to a great extent — reinforced their pastnps with such initiatives as Single Point Data
Capture and a working together to meet the PravisfdRES and REA Services to Tierl EUC
and Tier 2 EUC Claimants.

Delaware Division of Libraries (DDOL).The mission of the Delaware Division of Libraries

to provide leadership and support for the timelyaedepment of Delaware's libraries, to ensure
convenient access to, and encourage use of cumferination resources and reading material by
all Delawareans. The members of the Delaware jorammunity are unified in the values of
service, access, and excellence, and are comrtuottbe vision of progressive libraries and the
transformational impact they have on the people udethem. Now more than ever -- Libraries
are essential in a democracy to ensure that cetihame equal access to information they need to
form sound opinions and make informed decisionsiatheeir government; Libraries provide
materials and programs to improve literacy, edocati achievement, and lifelong learning;
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Libraries provide materials and programs to supjpalividuals and communities in achieving
their full potential.

For more than three years the DOL-DET and DWIB Hasen key partners with DDOL in fact
the two are founding members of DDOL'’s, Delawareraries Community Resources Exchange
(http://quides.lib.de.us/cyavhich lists many community resources unemployedaiidaleans

may access. Besides promoting and educating liladaoyt the potential of Delaware’s labor
exchange website, Delaware JobLink at https:joktielaware.gov,the DWIB and Delaware
DOL are key partners in the division’s Broadbandhrelogy Opportunities Program (BTOP),
administered by the U.S. Commerce Department'soNatiTelecommunications and
Information Administration (NTIA). We will discughis program in greater DOL-detail in
Leveraging resources section.

Faith Based and Community Organizations (FBCO) Panters. Since late 2007 the DWIB has
reached out to Faith Based and Community OrganizatfFBCO) to create a set of
neighborhood entry points where people can acceddgovce services if they had the resources
and the knowledge to do it at home. An offshoahef Sharing How Access to Resources
Empowers (SHARE) initiative originating from theSJ.DOL'’s Center for Faith Based
Initiatives, Delaware has kept its program alivear®than eight FBCOs are currently have
SHARE Network access points in all of Delaware’srges. A complete discussion of the
SNAP program is in the leveraging resources section

Office of Occupational and Labor Market Information (OOLMI). The mission of the Office

of Occupational & Labor Market Information is torahslate raw occupational and labor market
data into concise workforce, employment, economit @emographic analyses; Provide
occupational and labor market reports as partefits. DOL- Bureau of Labor of Statistics’
national economic reporting network; and Provideernand labor market information at the
state and county levels. OOLMI’s contribution te tlemand driven aspect of Delaware’s
publicly funded workforce system will be discussedhe Policy alignment section of the plan.
Even so it is important to note that LMI drives thain.

Susquehanna Workforce NetworKSWN)-- The Susquehanna Workforce Network, Inc. (W
is a private, non-profit corporation that overseesrdinates, or plans workforce development
programs and services for businesses and indigdaa&ecil and Harford Counties in
northeastern Maryland. SWN seeks to identify negabdevelop solutions that maximize
regional economic success and worker potential. S&fxesents an affiliation of more than 50
local businesses, institutions, and agencies tbat wollaboratively to implement and maintain a
system of education, training, employment, andeadin programs or services that are
responsive to local economic challenges and dedigmeneet the needs of businesses, workers,
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and youth. Our Board of Directors also functionshessSusquehanna Region's Workforce
Investment Board.

The SWN is our key regional partner concerning Basalignment And Closure (BRAC)
activities occurring primarily at Maryland’s Abesmete Proving Ground and other military
installations which are further away from the Deda@/Maryland state line.

Delaware Military Units — The DWIB and Delaware National Guard have hakhse

relationship for many years. The DWIB receivesf@band BRAC-based job announcements
from SWN and in turn pushes them to the DelawaroNal Guard headquarters, which in turn
pushes the announcements to its units. MoreoveD#dlaware Department of Labor has worked
closely with all its reserve and active componeanrtners to ensure a seamless transition of from
as members return to civilian life either afteeaarve component call up or service members
ending their term of service. To that end the Depant a memorandum of understanding
between the VA, Delaware National Guard, stateceff Employer Support to the Guard and
Reserve. (See Appendix C)

*Delaware Division of Housing-- The mission of the Delaware State Housing Atitjgs to
efficiently provide, and assist others to provigeality, affordable housing opportunities and
appropriate supportive services to responsible Ewad moderate-income Delawareans. This
partner conducts Employment and Training activit@sied out by the Department of Housing
and Urban Development. This cabinet-level Direcdalso a member of DWIB.

Delaware Chamber of Commerce- The “Chamber” has taken on a more importantirole
recent years with inclusion of its president as oinine DWIB members. Besides being a key
partner and information resource about businesgs&s in Delaware, nominations for business
representation on the DWIB must be generated flenState Chamber because of that
organization’s breadth of candidates.

*Job Corps— A Memorandum of Understanding (MOU) between Dalais One-Stop system
and Job Corps ensures outreach, admissions, atehmat activity assistance. The on-site Job
Corps Transitional Specialist works with One-Sttgdfsand also provides information to the
One-Stop Centers statewide.

The Division of Industrial Affairs (DIA)- State Apprenticeship and Training program is
partnered and co-located within the Pencader Om. &mployer information can be shared and
exchanged and One-Stop staff can promote apprehias part of their demand-driven and
customer focused outreach efforts.

*Delaware Department of Education (DDOE)DDOE enhances Workforce development and
prosperity by focusing on people. Workforce develept addresses issues such as low-skilled
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workers and the need for more employees in aniegigtdustry or industries that can relocate in
Delaware. Economic development enhances the s&tetsomic stability by focusing on the
needs of current businesses and on the develophangositive business environment that will
bring new industry into the state, including thé&iag of a flexible job ready workforce. The
DOL-DET is also a member of the state’s Interagedoyncil on Adult Literacy (ICAL).

County Adult Education Divisions. All Delaware Counties have Adult Basic Educati®BE)
programs that work directly with the One Stop Cente deliver ABE/GED instruction in the
basic skills of reading, writing, and mathematiosihdividuals who are preparing to enter the
labor market or upgrade their present level of e@yiplent. Instruction is individualized to enable
students to progress at their own pace. Most bssa® schools, government agencies, and the
military recognize the GED credential. .

*Delaware Department of Health and Social Servicesdts mission is "To improve the quality
of life for Delaware's citizens by promoting headtid well-being, fostering self-sufficiency, and
protecting vulnerable populations.” It administé/slfare to Work Programs Authorized Under
Section 403(a) (5) of the Social Security Act (42@603 (a) (5); Employment and Training
Activities Carried out under the Community Servigédsck Grant (42 USC 9901); Delaware
Department of Health and Social Services, DivieibAging Adults with Physical Senior
Community Service Employment Activities Authorizexdder title V of the Older Americans

Act of 1965 (42 USC 3056) Vocational RehabilitatiPigpgrams Authorized under Parts A and B
of Title | of the Rehabilitation Act (29 USC 720)his cabinet-level secretary is a member of
DWIB. It is important to note that DOL-DET’s speliz&d One Stop is Collocated the Division
of Public Health at the Hudson State Service Center

*Temporary Aid to Needy Families (TANF) -- The goal of Delaware's TANF Program is to
provide a welfare system based on a philosophyuttiat responsibility. In working toward that
goal, the State will strive to place individualspiivate or public sector unsubsidized
employment that enables them to enter and maimagmningful jobs and interrupts the
intergenerational welfare dependency cycle. To¢nat TANF creates positive incentives for
families to become employed, and expects famibesctept responsibility to become self-
supporting.The Division of Social Services (DSS), State ofdhere Department of Health and
Social Services administer TANF. While DHSS s ldreed agency, program administration is
accomplished through a partnership of DSS, Depantimielabor (DOL), Delaware Economic
Development Office (DEDO), and the Delaware Tra@sitp (DTC).In carrying out its
partnership responsibilities, The Department ofdraBivision of Employment and Training
utilizes its contract development and managemegmertise to insure the provision of necessary
services to the TANF population. Not only doesTAdNF employment and training program
benefit from the management efficiencies creatatienrDWIB programs, TANF clients benefit
because in addition to contracted services thay @eiess to a full array of WIA services. In
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addition to the TANF funding, the State providesding to the Department of Labor to support
this collaboration.
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Leveraging Resources — The plan must discuss hogtdte will coordinate discretionary
and formula-based investments across programs sdpport of the governor’s vision. The
state’s planned commitment of Federal and non-Fadends to these investments must be
included. The plan must also describe how the stdteise program funds to leverage other
Federal, state, local, and private resources, idarto effectively and efficiently provide
services. (WIA Section 112(b)(10).)

Leveraging ResourcesThe Delaware publicly funded workforce system ofgeras an
interconnected system that aggressively seeks tppies to create relationships that may
result in grant opportunities supplementing exgnogram funds, the use of in kind resources
for meetings, and the borrowing of subject matigreets for assistance in charting paths
forward. Moreover, Delaware believes that leverggesources starts with good stewardship.
The DWIB, in conjunction with DOL-DET annually reaw its funding priorities and develop the
state’s funding guidelines which governs all the akall workforce development funds. While
leveraging of monies is an important considerati@mould be noted that one of the most
common ways DOL-DET and DWIB effectively and eféintly provide services is through
partnerships. This allows DOL-DET/DWIB and paringragencies to utilize each other’s
expertise instead of operating in silos and duphgeefforts. DOL-DET’s partnership with
Delaware’s Department of Health and Social Seryibagsion of Social Services (DSS) is a
good example. Currently, DOL-DET and DSS partoeagarry out the Employment and

Training Activities associated with TANF and Fooabplement Program. For TANF, DSS uses
DOL-DET's established contract unit to execute arwhitor contracts with TANF funds to
ensure the required employment and training act&/ire provided. Because of this established
relationship, DOL-DET and DSS were able to pulbreses together to implement a large scale
summer youth program in 2010. The DSS managem#armation system to used in 2009 and
2010 to conduct outreach via a mass mailing toip@sisistance recipients. Another example is
DOL-DET and UI's partnership. This partnershigeglon Ul doing what they do best-issuing a
benefit to a client-and DOL-DET doing what theylmkst-connecting jobseekers and employers.
Most recently this was best illustrated with theeR@loyment and Eligibility Assessment
Program. Although a Ul program, DOL-DET is providithe required employment and training
activities, while Ul ensures clients are receiviongper benefits and makes all eligibility DOL-
determinations about Ul. Overall, it is about ntaining relationships and understanding partner
services so that services can be provided in the efbicient and effective manner.

Broadband Technology Opportunities Program (BTOP).Leaders of Delaware’s publicly
funded workforce system will continue to look farerships that result in serving more people
from multiple platforms and leveraging resourcesrfrdiverse funding cites. A case in point is
BTOP, a $1.9 million grant using federal stimuluads to help bridge the technological divide,
boost employment, and improve education in thet State. While a lengthy description of
BTOP follows, it is important to describe the ligeabetween it, the One Stop System, and
DOL-DET.
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DOL-DET has taken an “adopt a library” approaclBi®OP where each One Stop is aligned
with four anchor libraries. This alignment has t¢eelaa train-the-trainer atmosphere with DWIB
staff teaching librarians to use Delaware JoblDBL) resume preparation, interviewing skills,
and job search methodologies. The One Stops arbahlsraries refer clients to each other
based on the complexity of barriers the client $a@OL staff serving the hardest to serve and
libraries helping those clients that are more selsice ready). The two entities will also refer
client to each depending on the volume of clientariy one location. Simply described, the four
anchor libraries (in Dover, Wilmington, Georgetovand Seaford) are mentored by the DOL-
DET One Stops, use DJL as the primary job seardalpand pas this technical assistance on to
28 other smaller libraries. DOL and DOL-DET alsoyde a basic load of publications to
facilitate job searching. These include, but arelinated to, The Ultimate Job Search veterans’
pamphlet, DOL Personal Data books, and a hosth&fratn hand locally produced pamphlets
and “how to” documents.

Due in large part to the involvement of the DWIRIdDOL, Delaware was named as one of the
recipients a grant administered by the U.S. ComenBxepartment’s National
Telecommunications and Information AdministratidT(A).

Federal funds will be matched by a $750,000 gnamh fthe Bill & Melinda Gates Foundation.
The foundation will also provide $150,000 to helpl@wvare secure additional federal E-rate
funding to sustain broadband connection costsarfuture.

The combined grant award will fund a program tatgespecialized computer centers in four
major libraries to improve workforce skills, assisth job searches, and provide adult education.
Those same services will be delivered electronydallall 32 Delaware libraries. The program
will bring mobile service to every library in thea®e, as well as videoconferencing equipment
and workforce development training. The approxityatalf a million people with Delaware
library cards will be able to access the new sestic

The Delaware Library Job/Learning Labs project wllolve all public libraries in the state and
will provide broadband education, access, equipnasttt support to vulnerable populations in
all three counties. The Delaware Division of Lilearwill partner with government agencies,
educational institutions, and local businessexpaed these services.

For the thousands of Delawareans who do not havguters or Internet access at home, their
public library is an especially important placeaimvorld where employers, schools, and
government are relying much more heavily on elestraommunication. The grant will be used
to upgrade public computer centers at all 32 pulidraries statewide, to deploy additional new
computers, improve Internet access speeds ande@dhiting periods for library computers.
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Last year, the Bill & Melinda Gates Foundation pared with the Delaware Division of
Libraries and library systems in 13 other statdsetp public libraries compete for federal
broadband stimulus funding. States participatindhenGates Foundation’s Opportunity Online
broadband grant program received technical andutiomg assistance to develop competitive
funding proposals for BTOP.

Team Approach to Reaching Goals through Educationrad Training (TARGET) An

excellent example of the State’s ability to leveragsources is the $1.4 million TARGET grant,
which is a federally funded grant program of thatebh States Department of Labor,
Employment and Training Administration, DisabilEmployment Initiative (DEI) wherein

DVR, in collaboration with the DWIB, the DOL-DETnd the Delaware Department of
Education (DDOE), and the statewide Delaware Tahi@ommunity College (DTCC), are
teaming to increase the employment preparatioroatcbmes for youth with disabilities,
assisting youth in achieving their maximum selffisigncy. Acting as the State Level, DVR will
bring the Integrated Resource Team (IRT) model asmmunities throughout the state by
meeting with youth in the schools, the youth detensystem, WIA Youth Providers, and the
One-Stop system. The project will also build oa 8HARE Network, a project that encourages
community centers and faith-based organizatioret@lop local employment resource centers,
to the development of fully accessible, youth-famjsemployment drop-in centers for youth and
young adults, ages 14 to 24. The TARGET projetitimcorporate the five principles of
Guideposts for Succeby tying together school-based, work-based, lesiler connecting, and
family/advocate involvement, coordinated by anatigh the Project Manager and the Disability
Resource Coordinators in partnership with commumspurces. As you can see this program is
an excellent example of expanding employment serv@pacity through a multi-party approach.
It is important to note that DOL-DET increaseddpportunities for this and future programs by
attaining “Employment Network Designation.” Thisogram also increases capacity at the One
Stops Centers due to the presence of disabilitydioators at each site. The coordinators
provide hands-on servicers to disabled clients

Limited Investment for Financial Traction (LIFT) loan program and theelaware New Jobs
Infrastructure Fund. Delaware further demonstrates its commitment terigging dollars in
support of employment by the LIFT program and tia¢ess $40 million infrastructure fund to

help established Delaware businesses and to re@wiplayers to take advantage of
Delawareans talented workforce. The LIFT progralovmad participating small businesses to
defer interest payments on their line of creditddwo-year period. Although it may not be
readily apparent, the program provides the DWIB B@I-DET opportunities for placing more
workers, thru DEDO -- identifying training needadadeveloping potential leads to bolster
business outreach activities. Simply, anything tredps Delaware business provides avenues for
Delaware workers.
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To take advantage of this program, businesses mest the following requirements:
» Have been in business for at least three years
» Have an existing line of credit with a Delaware coencial bank
* Have between 3 - 50 employees
The participating bank recommends the small busibesrower to DEDO After that, the
business will repay the state the amount borrowed the next five years at zero percent
interest.

In other words, during the first two years of thegram, the Delaware Economic Development
Office will pay to the bank the monthly interestiwe borrower's line of credit. During the
remaining five years of the loan, the borrower nsaienciple-only payments as the loan has no
interest. The maximum size loan to any borrow&?2is,000.

The Delaware New Jobs Infrastructure Fund A substantial investment by the Governor and
legislature to expand existing larger businessdsacruit new ones to the First State, pursuant
to Section 39 (b)(1) of Senate Bill 130, the Fis¢aar 2012 Bond and Capital Improvements
Act, the Delaware New Jobs Infrastructure Fund (Ehend") was established to provide
economic assistance for renovation, constructicengrother type of improvements to roads,
utilities and related infrastructure in order toradt new businesses to Delaware, or for the
expansion of existing Delaware businesses, wheim an@conomic development opportunity
would create a significant number of direct, perer@nquality, full-time jobs ... The General
Assembly appropriated $40,000,000 to the FunderFHiscal Year 2012 Final Bond and Capital
Improvement Act. In addition, the General Assentlyhorized the issuance of bonds, to which
the state shall pledge its full faith and credigs bonds to be issued in such principal amount as
necessary to provide proceeds to the State innttoaiat of $15,000,000. Although it may not be
readily apparent, the program provides the DWIB Bl.-DET opportunities for placing more
workers, thru DEDO - identifying worker trainingets, and developing potential leads to
bolster business outreach activities. Simply, aingtthat helps Delaware business provides
avenues for Delaware workers.

Blue Collar Funds. Delaware has long been a believer in supplemeifigigral training money
with its own Blue Collar funding to ensure we aasting as wide a net as possible to when it
comes to qualifying Delawareans for skill trainivgo might not meet some of the more
stringent federal requirements. To do that theestatlified a special assessment in Title 39 of
Delaware Code which reads in part: (a) In additemall other payments to the State due under
this title, each employer liable for assessmentieuChapter 33 of this title shall also be liable
for a special assessment which shall be leviekeatate of .15 percent on all taxable wages, as
defined in 8 3302(19) of this title, payable byaach employer ... All moneys collected under
this chapter shall be deposited in the Special Adtration Fund of the Department of Labor
and shall be dedicated to the establishment anmentation of programs to provide for the
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counseling, training and placement of dislocateckens, to assist in school-to-work transition
activities such as vocational guidance, trainingc@ment and job development, to provide for
industrial training, to provide for career advaneairtraining for state employees and to pay the
administrative costs of such programs. The BludaC@lnds allow the DWIB and DOL-DET a
level of agility it otherwise might not have. Th&\DB recently voted to approve a joint

initiative between DEDO and DOL-DET where the twgamizations will match each other
dollar for dollar in a special training fund to @édep specific training programs for employers
who provide the greatest opportunity to hire Del@aas, but may need to upgrade individual
skill training to meet staffing needs. DEDO and B/MWill donate $250,000 into the fund.

Youth Programs.In school and out of school youth programs arexaeleent example of
Delaware’s dedication to making every resource tolime DWIB and DOL-DET annually
release an RFP, which funds programs using fedféialfunds and Delaware Blue Collar funds.
This year that combination of dollars exceeded $#4am.

Adult Programs. An Adult RFP is also issued the same time asritf&chool and Out of School
youth to provide training opportunities for Delawadults who may not qualify for federal
programs. The Blue Collar expenditure for Prograary2012 is a little more than $1.8 million.

Share Network Access Points (SNAPsAs previously mentioned the SHARE Network was
established about for years ago and has resultselvieral FBCOs opening access points to serve
local community members who may not be able tosectee One Stop service because of
transportation or other challenges. This is an kxaeof leveraging resources to fulfill two key
tasks. The first task is to promote the use ofdabarket information so job seekers and
employers can make informed choices. This was aptisined by using money from the Labor
Market Information grant to buy laptop computerd distribute the machines to FBCOs. Staff
at the sites were trained how to use the stateditdl
(http://www.delawareworks.com/oolmi/Home.a}pkhis approach also allows local centers to
access job seeker resources through Delaware’s éxlshange system
www.joblink.delaware.govThis initiative promotes labor market informatitanfacilitate

guality decision making, while helping people deyeself service skills. The goal is to teach
people “to do what they could at home if they Hael knowledge and equipment.” The SNAP
program has expanded to several Delaware prisositi@n sites, which prepare inmates for
return to civilian life. The SNAPs are mentoredtbg DOL-DET One Stops, use DJL as the
primary job search portal. DOL and DOL-DET alsoypde a basic load of publications to
facilitate job searching. These include, but arelintted to, The Ultimate Job Search veterans’
pamphlet, DOL Personal Data books, and a hostharat- hand locally produced “how to”
manuals.
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Delaware Department of Education (DDOE)Adult Education (meaning ABE/GED and
Groves Diploma) is a key factor in addressing theds of low skilled workers without the
academic skills needed to enter specific skillming. Once trained, these workers have the
skills necessary to interview for better paying amgher skilled jobs. So, adult basic education
supports workforce development and economic dewedop. Currently 13 percent of all
Delawareans, age 25 and older, do not posses®adseg credential. These adults find it
especially hard to access good jobs and/or traimmgeparation for sustainable wage jobs.
Obtaining their GED/Diploma is the first step inenng training at DOL, the Vocational
Technical schools, private business and trade $choion apprenticeships, Delaware Tech,
U/D, DSU or other institutions of higher learning.

The connection to DOL-DET is in the DOL State Plaat requires each state to:

» Assess workforce skills and knowledge individuadsahto find current and future
employment, particularly those skills and knowledigntified by employers as
necessary for economic growth, including educatioriteria

» Assess the skill and education gaps for all indigld particularly those individuals
targeted by the programs included in the State Plan

» Assess the challenges associated with the staipldation attain the education, skills
and training needed to obtain employment

» Determine strategies to meet the skill needs ofleyeps in the state and close any skills

gaps

Since Adult Education is Title 2 of WIA, Adult Edaiton is a key component in assisting low
skilled workers to attain academic skills/creddstreeeded to access trainings. Delaware is
currently researching the potential of using CaRsthways; US DOE is working to establish
career pathways in every state. DOE and DOL-DE weand&ing closely to delivery many
services, but the main effort is currently the wliof GED service throughout the state.

Delaware Health Coverage Tax Credit (DEHCTC) Procedre

To supplement the Health Care Tax, created by thdelAct of 2002, and administered by the
Internal Revenue Service (IRS), Delaware has deeel@ temporary “gap filler” to the HCTC
because it normally takes about three months ®HGTC to begin. The gap filler, The
Delaware Health Coverage Tax Credit (DEHCTC), cssish with up to three months premiums.
DEHCTC is designed to help during the initial gagoverage. Delaware and Maryland have
signed an interstate agreement to leverage resobateeen the two states and free up staff to
better serve residents that may use this tax ci@be Appendix D)

DEHCTC pays 72.5 percent of medical premiums. Ogkparate charges, such as dental or

vision are not covered by Federal HCTC or DEHCRGditionally, COBRA patrticipants are
charged a 2percent administrative fee by the COBRAider which will not be covered by the
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Federal HCTC or DEHCT. DEHCTC applications are ke from either a Delaware DOL-
DOL-DET or a DOL-UI office.

Recent Legislative Initiative TheVeterans Tax Credits.

Even though on November 21, 2011, President Obamnadinto law the Vow to Hire Heroes
Act of 2011, which amends and expands the defmibibWOTC's Veteran target groups,
Delaware recently passed it own Veterans Opposturak Credit.

Standing with veterans and members of the DelaNat®nal Guard, Governor Jack Markell
and legislative leaders recently announced a néwtéd help put recent combat veterans to
work when they return from service. The “Veterangp@rtunity Tax Credit” would give
companies a $1,500 annual tax credit for each teataran they hired.

Traditionally, veterans have an unemployment raé¢’s below the national average, but that has
not held true for veterans who have served sin€4 2 fact, their unemployment rate

nationally has actually been higher— averaging niwse 12percent in 2011. As recently as
January 2011, the unemployment rate for recentiymeng veterans was a disturbing
15.2percent. Efforts such as President Obama’s “Uoldire Heroes Act” have helped focus
national attention on this issue, and are havingrgract. However, the January 2012 national
unemployment rate among recently returning vetevaarss9.1percent, still well above the
national average of 8.3percent.

The Veterans Opportunity Tax credit will allow amysiness can take a tax credit of 10percent
of the gross wages paid to qualified veterans, witlap of $1,500. The cap would continue for 3
tax years, so the total benefit to the employetdbe $4,500 per veteran hired. The credit could
be taken by any private sector business, and careblded against personal income taxes,
corporate income taxes, bank franchise taxes atance premium taxes. Because the tax
credit is refundable, businesses without tax litdd can use the tax credits immediately.
Because the Veterans’ Opportunity Tax Credit iserggnificant than some other job creation
programs launched during the Markell administratlmmsinesses would not be able to double-
count a qualifying veteran as a new hire undeN®&e& Economy Jobs Program tax credit, or tax
credits for qualified investment in business faiefi and targeted areas.

The credit focused on helping combat veterans, dvbalavailable only for hiring a veteran who
has served recently in a hostile theatre, as ew&tkhy receipt of an Afghanistan Campaign
Medal, Irag Campaign Medal, or Global War on TasmorExpeditionary Medal (which covers
the Middle East, portions of Africa, and many otbeuntries). Those medals are available to
service members who served 30 continuous dayd)dags if non-continuous) in the relevant
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theatre. The time requirement is waived for sermenbers who took part in combat or were
wounded in the line of duty while in theatre.

Delaware JobLink. The state’s labor exchange and reporting systebl {dk.delawre.gov) is a
dollar multiplier for Delaware. It allows not onOL-DET to use state and federal money for
workforce development issues, but it provides n@EEDET organizations a reporting platform
they can use when applying for grants and otherTdits saves a large amount of money, by
facilitating ease of reporting and fiscal monitgrili\n example of this is TARGET’s use of
JobLink as its reporting and tracking arm. DJLhis prime driver for SNAPs, BTOP and prison
reentry programs.
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Policy Alignment — The plan must discuss how thte still align policies, operations,
administrative systems, and other procedures tarassoordination and avoid duplication of
workforce programs and activities outlined in Wiécton 121(b). (WIA Sections 111(d)(2)(A),
112(b)(8)(A), 121(b), 20 CFR 661.205(b)(1).)

Policy Alignment. As part of its internal strategic plan the DWIB @xDOL went through

great pains to clearly identify the Rules, Roled Responsibilities throughout the state’s public
workforce system by analyzing all specified andlietbtasks imbedded in the Workforce
Investment Act (WIA), the original state bylawsaddishing the DWIB, the original
memorandum of understanding — and its addenduntweba the DWIB, DOL-DET, and the
office of the Governor of Delaware. These tasksavagralyzed and a Mission Essential Task List
(METL) was established using the Responsible, Aotale, Consulted, and Informed (RACI)
model. A thorough discussion of the model can lmdoat
http://www.valuebasedmanagement.net/methods_radi.Regardless, the METL clearly
identifies who does what, in what sequence, and iwho be informed and consulted with each
essential task. This task list (See Appendix Extea®a policy methodology ensuring all pieces
of the publicly funded workforce system are intéikae; non-duplicative (where redundancy is
not sought after), and of sufficient breadth tougasunity of effort at the strategic and
operational level of Delaware’s system.

Because Delaware is a single service delivery stadebecause of its unique organizational
structure — that dictates the DWIB and DOL are dovaistrative entities — policy alignment
occurs formally, through board and committee mesibed informally, through partnered
workgroups and ad hoc teams used for special fsojec

The formal piece of policy alignment is initiallyiden by joint staff operations of the DWIB and
DOL-DET where issues are researched, discussedeaothmendations are developed for
discussion at quarterly board meeting. The boaretimgs are when action is taken on strategic
policies needing DWIB action/approval. The DWIBx iommittees come together and weight
workforce efforts thorough the application of resms and/or the adoption of demand driven
policies. These also include consultation and mgtion sharing with the DWIB operational
partner DOL-DET. These DWIB’s committees are:

* Executive Committee. Provides governance, leadeisd direction. Approves and
negotiates federally mandated performance measures

» Performance Measures. Monitors local and statepagnce indicators. Negotiates
performance levels for annual reporting to the Feds

* Proposal Review & Certification Committee. Certfi@nd monitors the Eligible Training
Provider List (Individual Training Account (ITA) &ucher System); Implements the
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funding guidelines and assists in the developmeatit@ria for awarding Contract
Services for Blue Collar Training Funds ; ( RFPegRest for Funding Proposals)

* Public Relations and Outreach. Creates a publimficeind outreach program for
public/employers to increase the use of Delawagraldic workforce system

* Youth Council. Develops a youth vision and overdbeddelivery of youth services for
neediest and at-risk youth, both in-school andodsthool

* Financial Oversight. Works with fiscal agent (Depeent of Labor) to oversee financial
matters (i.e. funding allocations, budget, traingmgvider cost issues, etc.)

These meetings, which often include voting to applources as needed, ensure the mitigation
of redundancy and clarified vision. Even so, the IBW current strategic planning process goes
to great lengths to be especially inclusive. Ndy @loes the DWIB invite its mandated partners,
but also reaches out to clients, staff, provideosi-mandated partners, and etc. This “wider net”
approach ensures the DWIB develops an actionabtewith ownership from the broad
spectrum of people who are impacted by DWIB denssio

Strategic Planning.As alluded to earlier, the DWIB strategic plannprgcess strives to be
more inclusive and synergistic than previous plagmnethodologies. It has eschewed a
traditional planning approach for a more dynamigrapch that holds people and impromptu
committees accountable for specific goal attainméné current plan lists six goals. The goals
were developed at a Strategic Planning Retreatpdler of the goal teams is that they include
representatives from DDOE, Ul, DEDO, private bus;yédWIB, DOL, DOL-DET leadership
and front line staff, and other organizations whitély have specific technical input such as
OOLMI. To ensure the developed goals were workedrahmonitored goal leads were assigned
from within and without the DWIB, DOL. Simply tH2WIB leveraged talent from every
available stratum. Goals were reviewed monthlypatml goal meetings where progress and
milestone were reviewed, updated, and adjuste@eded. Five of the six goals are listed as
complete even though the five will require monitgyi but Goal six is being extended pending
the reconstruction of the resume function in DJL.

It is important to note that Delaware employersibess leaders and DOL-DET are working
closely with America’s Job Link Alliance (AJLA) tevelop the improved resume function.
AJLA retooling of its resume piece is a direct testiDelaware’s goal process and its
hardnosed approach.

» Goal 1: To strengthen and formalize relationships thatDMélB has with existing
partners.
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Goal 2: To expand community partnerships that can assidt €@nts in overcoming
barriers to obtaining/ retaining employment anceang and successfully completing
training.

Goal 3 To improve the on-site experience for job seekétbe state One-Stops.

Goal 4: Establish an Employment Services Specialist (Ef8)ing program system,
which is specific to each grade.

Goal 5: Make sure we allocate our future training investtag¢o those training programs
that offer the highest R.O.l.s and best job/caopgortunities for our clients.

Goal6: To make the One Stops the first place the busioesymunity in Delaware goes
for their employment needs though better defining @@emmunicating the services
offered. Our primary focus will be to define, deand then communicate a Division of
Employment and Training (DOL-DET)/DWIB “Menu of s&ces” to state’s businesses,
trade and community organizations using a morec¥ie database of our business
community.

The DWIB will hold its second Strategic PlanningtiRat, October 23, 2012 and as of early
September 2012, the retreat will to develop godtsessing:

Dislocated Worker Career Ladders.

Veterans Initiatives.

Disabled Worker Initiatives

Developing an actionable industry intelligence gaiig process.
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Desired Outcomed he Integrated Workforce Plan must describe andige specific
guantitative targets for the desired outcomes andlts for the programs included in the plan.
Table 1 may be used for WIA/W-P programs. The glaould also describe any additional
established indicators and system measures, bekosrd required by programs’ authorizing
statutes. (WIA Sections 112(b)(3), 136(b)(1)(A)((®)(2)(C), 20 CFR 666.110, 666.120(Q),
666.300.)

In addition to the state’s program performance godlhe state may also discuss the other goals
it intends to achieve. Does the state examine moadonomic and social indicators? For
example, is the state attempting to increase tihegpgage of workers employed in family wage
jobs; increase earnings to support a better qualityife; increase the number of employers with
job opportunities; or increase high school and egk graduation rates as metrics? In sum, the
state should describe its desired results for theesnvorkforce investment system and the metrics
is it using to measure those results.

The State performance accountability system focarsdke nine required WIA common
measures. Additional goals beyond the nine ar@laoined at this time. As Delaware consists of
a single statewide workforce investment area, $tattormance levels are established to
promote accountability while supporting the Goveisidesire to assure that Delaware’s
employment and training system is open to the Isttdeserve adults and youth with special
needs and barriers to employment. In setting Dale@wg@erformance levels, the DWIB
considered the U.S. DOL PY 12 Regression Targatb®rimarket conditions, past State
performance trends, past national average perfaeiwmnds, U.S.DOL Government
Performance and Results Act (GPRA) goals, contisuayprovement expectations, and the
USDOL youth vision.

The State’s goals reflect an expectation of impdoperformance and an effort to support the
U.S.DOL in achieving the GPRA goals, however, dumass layoffs that continue to occur,
coupled with the Governor's commitment to contit¢arget the hardest to serve, some goals
are lower than the GPRA levels
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Table 1

Optional Table for State WIA/W -P Performance Indicators and Goals

WIA Requirement at Section 136(b)

Previous
Year Performance

Performance Goal

Adults:
Entered Employment Rate 66% 68%
Employment Retention Rate 81% 80%
Average Six-Months Earnings $10,517 $10,886
Certificate Rate N/A N/A
Dislocated Workers
Entered Employment Rate 78% 79%
Employment Retention Rate 90% 89%
Average Six-Months Earnings $16,431 $17,089
Certificate Rate N/A N/A
Youth, Aged 19-21:
Entered Employment Rate N/A N/A
Employment Retention Rate N/A N/A
Six-Months Earnings Change N/A N/A
Certificate Rate N/A N/A
Youth, Aged 14-18:
Skill Attainment Rate N/A N/A
Diploma or Equivalent Attainment Rate | N/A N/A
Retention Rate N/A N/A
Youth Common Measures:
Placement in Employment or Education | 63% 60%
Attainment of a Degree or Certificate 75% 69%
Literacy and Numeracy Gains 59% 52%
Customer Satisfaction
Participant Customer Satisfaction N/A N/A
Employer Customer Satisfaction N/A N/A
Additional State-Established Measures

Previous

W-P Requirement at Section 13(a)

Year Performance

Performance Goal

Entered Employment Rate
Employment Retention Rate
Average Six-Months Earnings

43%
7%
$12,316

48%
80%
$12,500
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! Goals are negotiated for these measures by seteging common performance measure
outcomes only. The DWIB and DOL-DET will use regries targets, labor market information,
and past performance to develop Delaware’s proposal
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Section Il. State Operational Plan

[
Overview of the Workforce Systenihe State Operational Plan must present an ovemvigihe
workforce system in the state.

Organization -The overview must describe organization and defiggstems at the state and
local levels for the programs covered in the pfarticularly how this organization effectively
supports the coordination and alignment of theegatorkforce programs and supports
integrated service delivery. The overview mustudel a description of the key state
administrative personnel of the programs describekection | of the Integrated Workforce
Plan, and the organizational structure and memigershkter of State Board members and their
organizational affiliation (See Appendix F)

Overview of the Workforce System The Delaware Workforce System is a demand driven,
partner-shaped organization, which serves it aigszérough four One Stop Service Centers in
its three counties and a specialized One Stop €enidewark Delaware to handle Trade,
National Emergency Grant (NEG) and On the Job Tgiimitiatives. The system is an agile
one which leverages Delaware’s relationship-basé#tdre to gather intelligence, meet
businesses where they live, and prepare the warkfior the jobs of today and tomorrow.

Delaware Workforce Investment Board (DWIB) memlsmes appointed by, and serve at the
pleasure the Governor. The Governor's Cabinet mesriheluding Secretaries of Labor;
Education; and Health and Human Services as wélleBirectors of Economic Development
and State Housing Authority are appointed by theeawor, confirmed by the State Senate and
serve at the pleasure of the Governor. The Chaiwhéme Board is a private sector Board
Member. He, too, is appointed and serves at tresple of the Governor. Governor Markell’s
Labor Policy Advisor attends all Executive and Bbareetings and serves as DWIB’s primary
liaison to ensure that positive partnerships armta@ed across all State agencies and that
DWIB maintains a focus on the Governor’s goalswWorkforce and economic development. The
lines of authority are delineated in a Memoranddrdmderstanding signed on September 27,
2005 between the Governor of the State of DelawwheeChief Elected Official (CEO) for the
Statewide Workforce Investment Area, and the Chariof the Workforce Investment Board.
Delaware is designated as a Single Workforce AkegOrganizational Chart for the DWIB as it
relates to the Delaware Government is at AppendiXi@ DWIB internal Organizational Chart
is at Appendix H. The Executive order which createelDWIB in 2000 is at Appendix I. The
CEO and the Workforce Investment Board are partimettse implementation of the Act. In a
Memorandum of Understanding between the Governditlza Workforce Investment Board, the
roles and responsibilities are established (SeeeAgi J). Among these are the following:
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» The Department of Labor, Division of Employment andining (DOL-DET) and the
Delaware Workforce Investment Board (DWIB) will poiy be the Administrative Entity
under WIA.

 DOL-DET is designated as the One-Stop Operator

» DOL-DET is designated as the Grant Recipient fod&iallocated under the WIA.

DOL-DET is housed in the Department of Labor arbrés to the Secretary of Labor. Within
that Department 9 of the 16 funding streams adddessthe One-Stop memorandums of
understanding are housed and co-located all reyptti the Secretary. Of the remaining 7
programs, 5 are administered by departments whesetary’'s serve along with the Secretary
of Labor on the Governor’s Cabinet. This linkalyeotigh the Governor’'s Cabinet meetings
permits very effective communication and cooperatimong funding streams and helps to
eliminate unintentional duplication of serviceseTdvailability of services in the one-stops is
also used to align the delivery of services. Nifithe 16 programs identified in Section
112(b)(8)(A) of the act are administered in the &&mpent of Labor and services are housed
within the one-stop
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State BoardThe State Operational Plan must describe how thie Board effectively
coordinates and aligns the resources and poli¢ialt the programs included in the plan, and
specifically, must include the following items ridd to the State Board

How the board collaborated in the development efan, and how it will collaborate in
carrying out the functions described in WIA Sectidri (d). (WIA Sections 111(a), (b), (d),
112(b)(1); 20 CFR 661.205.)

The collaboration of the DWIB was handled in sevphases. Both the DOL-DET and DWIB
staff worked together and through the Board anchgmbers to gain input and consensus for the
plan’s development. The DWIB Deputy Director andIDDET Administrator were charged

with ensuring cross functional collaboration anddnsuring senior leaders were updated on the
plans status at executive committee meetings aadeqgly full board meetings. Bi-weekly In
Progress Reviews were established and were hetdigently with the DOL-DET management
team meeting. A robust email updating process wisiatied.

The work group responsible for developing the @atablished a shared drive and the DWIB
website became a learning platform where stakeholttruld review progress and make
recommendations as needed. Finally, the DWIB andl @@varded the plan to all partners for
review prior to opening it to public comment. A mahighlighting the development is located
at Appendix K.
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How the State Board member who represents VocatRelaabilitation (VR) will effectively
represent the interests, needs, and prioritieh1iefMR program and how the employment needs
of individuals with disabilities in the state wile addressed. (Only applicable to states which:
(1) do not have the state VR agency director o8 TTA&TE BOARD; or (2) in cases where the
state uses an alternative entity as its STATE BQARAD entity does not provide for
representative membership by individuals in thedegories as required by WIA sec. 111(b),
(WIA Sections 111(b)(1), 111 (e), 112(b)(8)(A)(My-P Section 8(b), Rehabilitation Act Section
101(a)(2)(B), 20 CAR 661.200(i)(3), 661.205(b)@H1.210(c).)

The Secretary for the Delaware Department of Labtre representative VR. During his staff
meetings and in one-on-one conversations with itteetdr of VR, the secretary DOL-
Determines what matters need DWIB attention andnghians them at DWIB meetings. He can
do this informally or through the formal meetingpess. The Delaware Secretary of Labor is
also a member of the Executive Committee and camaiampion DVR issues at the venue.
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Local Areas — The State Operational Plan must disscribe the WIA title | local workforce
investment areas in the state, including:

An identification of local workforce investment asedesignated in the state, and the process
used for designating local areas. (WIA Sectiongd)(4), 112(b)(5), and 116(a), 20 CFR
661.205(d), 661.250-.270.)

N/A Delaware is a single service delivery area. Dingsion of Employment Training was
named the One Stop Provider. See MOU at Appendix J.

The designation of intrastate regions and intezgtgions, as defined in 20 CFR 661.290, and
their corresponding performance measures. Forsiatiey regions, describe the roles of the
respective governors, and state and local workfoneestment boards. (WIA Section 116(c).)
States may also discuss other types of regionattsties here.

NA Delaware is a single service area and currdrdl/no regions.
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(]
Operating Systems and Policies Supporting the 'St8teategiesThe State Operational Plan
must describe:

State operating systems that support coordinatgdementation of state strategies (e.g. labor
market information systems, data systems, commioncsystems, etc.). (WIA Section
112(b)(8)(A).)

FormalLabor Market Information (LMI) is the initidriver of the state’s workforce system. The
state’s Office of Occupational and Labor Markebhnmhation (OOLMI) annually prepares a
demand occupation list. The DWIB reviews the listl @ccupations with 20 vacancies are
considered high demand occupations and qualifinfdusion in the Individual Training
Account (ITA). ITA providers may submit trainingggrams for initial inclusion and subsequent
renewal based on the demand occupation list. Aihpa detailed discussion is included in the
state assurances, it is safe to say that thegftstin any approval is the demand occupation list.
Programs can also be approved using the DWIB’siBeo\ist Adjustment Form (PLAF).
Overview. PLAF allows the DWIB to make adjustmetotsts ITA Provider list to meet
changing needs in labor market dynamics. Thesegihgmeeds include, but are not limited to:

a. The growth of emerging occupations which mayhawe a North American Industry
Classification SysterfNAICS) code or Standard Occupation Classificat®®C) code
developed and therefore are not on any Labor Manfetmation (LMI) index or projection;

b. Previously unidentified training opportunitiegiich have strong possibility of leading
employment;

c. Training opportunities resulting from the arsagyqualitative information gathering
from employers not reflected in quantitative dadaedoped by the usual LMI sources.

Once a program is approved it is entered into take's labor exchange system
https://joblink.delaware.gofdobLink) where case managers, job seekers, atmcdted workers
can see it. JobLink is also the primary communaretitool between job seekers, employers, and
staff. This site enables employers and job sedkeiiad each through its resume functions. Job
link also provides wage data, long and short teringpening data and educational requirements
needed by citizens to make good hiring and careeisibns. Job link also provides a portal to
meet federal reporting requirements, DWIB reportigs, and other tools, and providers.
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State policies that support the coordinated impletaggon of the state’s strategies. (WIA Section
112(b)(8)(A).)

The State will implement its General Policy 05 -o@&bnation and Non Duplication of Services.
This policy will be communicated to all one-stoptpars, one-stop staff, DWIB/ DOL-DET
contractors and ITA providers. This is a formatiiaa of the policy of DWIB/DOL-DET to

work jointly in the implementation of workforce gp@ams and to assume a proactive role in
evaluating the effectiveness of workforce prograisis applies to programs operated within
the Department of Labor by the Divisions of Empl@&mrhand Training, Vocational
Rehabilitation, Labor Market Information and Uneoyhent Insurance as well as other one-
stop partners. The DWIB membership representfutiding streams identified in section
112(b)(8)(A) of the law. In addition the DWIB aDL-DET will also host a biannual meeting
of staff from these programs to facilitate non degtion and coordination focusing on practical
steps to facilitate this process. (See AppendigrlCIET’s General policy #5)
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How the delivery of services to jobseeker custormedsemployer customers, including
Registered Apprenticeship sponsors, will be aligaedss programs. (WIA Sections 111(d)(2),
112(b)(8).)

The key function to facilitate alignment that igddo insure that implementation and planning is
coordinated is communication. To some extent, liga@ment between employers and job
seekers is automatic when employers and job seekgister in JobLink. Job seekers build job
agents which alert them when job meeting theiegatare entered and employers can easily
screen applicants using the resume search fun@&matated earlier DOL-DET and DWIB are
working to improve those key JobLink functions. Tdliggnment is also accomplished through a
variety of regular meetings. Including the follogin

* Quarterly meetings of the Delaware Workforce Innesit Board

* Department of Labor Management Team meetings nhadidition to the Secretary of
Labor include The Directors of each Division.

* Management Team Meetings every two weeks—incluBi@d -DET/DWIB staff — to
ensure administrative staff is fully aware of aftiaities.

* Monthly meetings with WIA Youth, Blue Collar and ™ welfare to work contractors
to develop and communicate policy as well as dsemserging workforce items.

* Monthly Meetings with One-stop staff to develop @ethmunicate policy as well as
discuss emerging workforce issues.

The availability of services in the one-stops soalised to align the delivery of services. Eight
of the 15 programs identified in Section 112(b8)¢f the act are administered in the
Department of Labor and services are housed will@rone-stop. In addition, two others
relating to the Food Stamp program of 1977 haveeaiic agreement with the Division of
Employment and Training regarding the sharing @#&@md the provision of services within the
one-stop. Adult Education and Literacy servicesaailable within three out of four traditional
One Stop Centers and the Hudson Service StatecBelenter’s specialized One Stop are
funded (The fourth is to be accomplished in PY 2838200n as space issues are resolved) and
overseen by the our partner at the Department o€&dn. Other funds are provided by DOL-
DET/DWIB to support this effort and other DOE verslare utilized as a referral source for
customers.

Our alignment with programs funded with postsecoyaacational education activities
authorized under the Carl D. Perkins Vocational Apdlied Technology Education Act (20
U.S.C. 2301 et seq.) is accomplished both withoh @umtside the one-stops. These programs also
fall under the auspices of the Delaware DepartraERducation. In three of our one-stops, the
Vocational and Technical School Districts, a priynarovider of the Carl Perkins activities,
provide basic computer instruction for customerhaut basic computer literacy skills. They

also are the providers of the ABE/GED servicesounr of the five one-stops and in the case of
the fifth one stop, the local Vocational and TechhiSchool district is the anticipated provider.
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Carl Perkins funded programs and providers areraldtiply aligned as a referral source for
customers, ITA providers and as contractors ofisesv

The remaining programs are primarily linked as aongrs utilizing our web based electronic job
match system.

The linkage to Apprenticeship and Training is twatdf Business Relations Representatives will
market Apprenticeship and enable their busines®mess to contact the program in order to
develop a program. In addition, utilizing the lidtapprenticeship sponsors, DOL-DET staff will
inform individuals with appropriate skills (but Wwiut journeyman certification) of the
employers in their skill area and try to enableaah.
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How the state will provide WIA rapid response atigg to dislocated workers from funds
reserved under Section 133(a)(2), including dedligigea state rapid response unit. (WIA
Sections 112(b)(17)(A)(ii), 133(a)(2), 134(a)(2)}A)

There are several tools that are used when comguR&pid Response activities. See the initial
contact information data sheet at appendix N, thekshop PowerPoint at appendix O, and the
post workshop survey at Appendix P.

The State performs rapid response activities tochsed workers primarily through employer
outreach. Employers who are contacted are idedtiieough WARN notices, and other
notifications of mass lay-offs. Certainly no twgddfs are identical. The needs of employers
and dislocated workers will differ, as will the gyand scale of need for services, the impact on
the economy and the availability of job opportwsti While Rapid Response must be consistent
across all layoffs with respect to the qualityeeffveness and timeliness of service delivery, it
must be customized and responsive to each speedict. For example, layoffs can differ across
same type of industries. Some may layoff all ategnvhile others may phase or stagger their
layoffs.

The most common activity is to provide informattondislocated workers in the form of group
settings or rapid response workshops. Workshapbeld on site at the employer location,
union halls, community centers and other locatiwitkin the community. On site rapid response
workshops are generally held when there are laggmrps of dislocated workers. Rapid
Response activities are primarily performed throsgeduled workshops facilitated in
conjunction with the Division of Employment and ifiag and the Division of Unemployment
Insurance. For the Division of Employment and Tiragrthe Business Service Unit provides
these activities.

In these workshops, topics are covered such agesravailable through the local One-Stops
including Job Search and Training opportunitiesa&sal Ul information and other services,
which are available through Dept of Labor.

At the conclusion of each workshop, feedback ivioled from the participants regarding other
services they are interested in and suggestiongdawprove the RR workshop. Once we have
the worker survey results and other information, (R&ides a comprehensive array of service
to accelerate reemployment. While most of thereffousually expended in the early stages of a
dislocation event or an impending dislocations itmmportant to continue Rapid Response
services until all worker and employer needs are me
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Common data-collection and reporting processes @isedll programs and activities present in
One-Stop Career Centers. (WIA Section 112(b)(8).)

DJL presents both an Internet and Intranet preséreIntranet components provide for a
single information system serving the major manga¥@lA partners housed within our four
One-Stop Career Centers: WIA Youth, WIA Adults, Widslocated Workers, Wagner-Peyser
Labor Exchange, Local Veterans Employment ReprasigatProgram, Disabled Veterans
Outreach Program, Migrant and Seasonal Farm Wokergram, Alien Labor Certification,
Trade Act, ARRA and Ul Profiling Reemployment Sees, as well as the State Blue Collar.
Customers of other mandatory one-stop partnersrggskrvices through the One-Stop Career
Centers are offered appropriate services, anddchak they receive services.

DJL Internet offers employers and job seekersf,saafl training providers seamless self-service
access to a wide range of employment and trairenges and information including the
Delaware Workforce Investment Board's interactige of Certified ITA Providers and Courses;
Delaware’s Job Bank; Delaware’s Resume Talent B@mle-Stop Career Center services,
bulletins, and links to related sites; as welliakd to national electronic workforce information
tools such as O*Net Online.
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State performance accountability system developeddrkforce investment activities to be
carried out through the statewide workforce investisystem. (WIA Sections 111(d)(2), (d)(6)-
(8), 112(b)(3), 136; W-P Section 15; 20 CFR 666(Poh), 661.220(c), and 20 CRF part 666.)

DJL data extracts are utilized by a Data Analysid Reporting Tool (DART), a multipurpose
report-writing tool developed and maintained by Aitegs JobLink Alliance (AJLA), to
produce the full range of DOL/ETA performance rép@nd participant records. DART also
produces State designed performance and trackpagtse and is fully compliant with the
requirements of the USDOL/ETA Data Validation laitve.
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State strategies for using quarterly wage recdatnmation to measure the progress on state and
local performance measures, including identifiaatod which entities may have access to wage
record information. (WIA Section 136(f)(2), 20 CeR6.150)

(]

Quarterly Delaware Unemployment Insurance wagerdsc@omplemented by additional wage
records obtained through active participation i Wage Record Interchange System (WRIS),
are utilized to determine employment, retentiord aage gain related outcomes. Quarterly
extracts of information for all workers on the De@e wage record database are maintained by
the Division; Access is restricted to designated ElIET staff. This comprehensive, historic
wage record database facilitates the computatidgheofequired USDOL employment related
performance levels and also allows for the adopbiosimilar measures across the entire one-
stop system in order to track and set goals foctminuous improvement of the quality and
effectiveness of services provided to customers.
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Services to State Target Populatiomie State Operational Plan must describe hovitedl
programs described in the plan will work togetheensure that customers who need a broad
range of services receive them. This is an oppdstdior the state to describe how One-Stop
Career Center services will address more spec#ieds of targeted sub-populations identified in
the economic analysis. The State Operational Plastrdescribe how the state will:

Serve employment, re-employment, and training neledsemployment compensation
claimants; the long-term unemployed; the under-eygd; dislocated workers (including trade-
impacted dislocated workers and displaced homensgikienw-income individuals (including
recipients of public assistance); migrant and seasdarm workers; veterans; individuals with
limited English proficiency; homeless individuads-offenders; older workers; individuals
training for nontraditional employment; and indivals with multiple challenges to employment.
(WIA Sections 112(b)(17)(A), (b)(17)(B), (b)(8)(A),CFR 652.207, 663.600-.640, 29 CFR part
37))

All individuals enter the Delaware “One Stop” syste the same manner. The initial service is
an orientation to the services available in thee"stop”. Customers are encouraged to choose
the services that most interest them. Supportprargded as needed. Generally staff does not
target specific groups of individuals focusing @&l on general functions; registration/ resource
room, intensive/training, re-employment and Busin®srvices. Only two exceptions exist,
Veterans and Prison to Work (I-ADAPT)

The portal to the one stop system (registratiothesprimary door through which claimants,
long term unemployed, underemployed, low income]daiated Workers, farm workers,
veterans, ex- offenders etc. enter the employnmhtraining system. The paths from this point
vary based on needs and interests. Many claincéiotse to conduct a job search on their own
and now having been made aware of how to accegsliheatching capabilities of Delaware
Job Link, they continue in a self-directed mann®thers move forward to utilize the resource
rooms to conduct their job searches with some tassis. Others choose to move forward to
more intensive services. Regardless of the patlcustomer chooses, they are encouraged to
come back at any time for additional services.

All unemployment insurance claimants are requireBelaware to register for employment with
the Division of Employment and Training, the onegsbperator. This can be accomplished by
coming into the office or registering on line. Tin@jority of claimants still register at the
physical one stop location. Individuals that régfi®n line are required to come into the one-
stop if they apply for extended benefits. As ailtest can be stated that nearly 100 percent of
claimants visit the one stop offices. Since indials on extended benefits come into the office
at each extension, long term unemployed are agpaxir daily mix of clients

Individuals (claimants and non-claimants) enterdhe-stop either by registering or updating
their registration. Immediately prior to complefithis process, they receive an orientation to the
entire array of services available by video andr thieas of interest are determined. Customers
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provide staff with information on the services tttegy are interested in or need more
information on following registration. In genertijs is a customer choice model but there is
one notable exception. Individuals unable to cateptheir registration with minimal help are
required to attend a basic computer literacy ghass to completing their registration. This step
has been included in order to insure that the mamimumber of clients have the computer
literacy to complete employment applications oe lilAfter basic computer training, the
customer can either complete their registratiotirga in the office with one on one help (if
necessary) and/or take the training again. Eatiidual that registers in the one-stop or
updates their registration has a properly codedihnesand ten years of work history (when
appropriate) in the system so that employers/staiffind them for employment opportunities.

Currently there are two specific services targétedng term unemployed and Dislocated
Workers receiving unemployment compensation inotie stop in cooperation with the Division
of Unemployment Insurance. Both are mandatoryises\based on screening criteria. While
they highlight a successful partnership, both pagrontinue to look for ways to work together.
Re-employment Services (RES) targets individualerdaned likely to exhaust their
unemployment benefits. The central service fa& gnoup is job clubs designed both to create
synergy around job searching as well as realigtiear planning. The second service,
Reemployment and Eligibility Assessment, expeoteeind in December 2012, targets long term
unemployed on extended benefits. It has been éacsisnilarly to RES services, but the core
services are workshops.

Individuals interested in training proceed to ammation to training workshop which is
followed by one-on-one services. There are twmary sources of Training funding. The
Dislocated Worker funding serves Dislocated Workengch includes Displaced Homemakers
and the under-employed. The WIA Adult fundingasgeted to low-income individuals
including recipients of public assistance, longniememployed and the underemployed.
Veterans interested in veterans’ services meet MWER or DVOP veterans staff. Depending
on their needs, they may be enrolled in case manageservices. This includes both recently
separated and Disabled Veterans. Many Veteranssehto be served by general one-stop staff.
Veterans and eligible spouses (Covered Persong)\ae priority of service for the receipt of
employment and training services provided undebalaware Division of Employment and
Training funded programs. Veterans and eligibleuses are entitled to be this priority of
service. This means that a veteran or eligibleisp@ither receives access to a service earlier
than others or, when resources are limited, adoebe service instead of others. In addition
veterans’ organizations like the Disabled Amerivaterans visit the one-stop on a regularly
scheduled basis to assist veterans.

While individuals with unidentified disabilities ually receive services within the general
population due to personal choice, when disalslitiee identified specific services are available.
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The Division of Employment and Training partnershathe Division of Vocational
Rehabilitation (VR) in a Grant (Target) that praesdstaffing to the “one-stops”. This Grant
provides a staff person to assist the disabledidhdial and the one stop staff to design and
implement a plan of services for the developmemmployment opportunities and job
placement. This disability expert working with etlone-stop staff enables services to be
provided effectively in the one-stop. When deterdi necessary by the Target staff individuals
occasionally are referred to VR for services. @fR refers individuals with disabilities to the
one-stop when services are not immediately avalabVR. Both agencies are housed within
the one stop and work closely together.

Other Target groups and a brief description ofises/follow:

At risk youth - Job Corp staff is housed within thee-stop. Contracted programs
utilizing WIA and Blue Collar funds also serve thgguth and can be accessed via the
one-stop.

Migrant and Seasonal Farm workers — served thrtlugiMigrant and Seasonal staff
person housed in the one-stop as well as paredj¢heral population.

Individuals with Limited English Proficiency —Thae significant non English language
in the State is Spanish. Each one-stop has anhianonin one Spanish speaker. When the
one-stop encounters a significant language neédesently did with the layoff at Allen
Foods, because many laid off workers spoke onlyl€restaff with the necessary
language skills are hired. In individual casewfpreter or interpreting services are
utilized as necessary.

Homeless Individuals — Served in the general cimpulation and through SNAP
remote Delaware JobLink locations as well as pastpeoviding one-on-one services
such as Goodwill and the Libraries.

Older Workers - Served in the general client pajon and through SNAP remote
Delaware JobLink locations as well as partnersipling one-on-one services such as
Goodwill and the Libraries.

Individuals Training for Non Traditional EmploymentEncouraged in our customer
choice model. Served with case management serfacéstensive/Training services
Individuals with multiple challenges to employmerithis is a very broad category.
Wherever possible these clients are served diractlye one-stop. Many times partner
services are used when one-on-one services argaequ his is accomplished by
referral.

Ex-offenders —

o [-ADAPT — This program is a Governor’'s Special imtitve. Dedicated staff see
clients one-on-one when they arrive in the one-sibpey are pre-registered for
services prior to release and participate in Jalb€hs a central activity.

o Other Prison to Work — Service is focused on irdirais in work release with the
goal being to get them employed prior to releaskhough minimally staffed,
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clients are seen in work release centers and thestmp. In the future, it is
expected that remote resource rooms will be deeelapthe work release
centers. Currently DOL-DET dedicates computerthéResource Rooms to
serve this populations

0 Mobile One-Stop — This Mobil Resource Room bringivges to the work
release centers as well as TANF Work Programs.

Communication regarding clients and services ierdgs to delivering a flexible and
comprehensive set of services to clients. At migntteetings of staff each month,
policy/procedure is developed, finalized anddésed. This assists in providing
consistent services across one-stop offices.
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Serve the employment and training needs of indal&dwith disabilities. The discussion must
include the state’s long-term strategy to improgesges to and employment outcomes of
individuals with disabilities, including plans ftlie promotion and development of employment
opportunities, job counseling, and placement falividuals with disabilities. (W-P Section 8(b);
WIA Section 112(b)(17)(A)(iv), 20 CFR 663.230, 688, 667.275(a).)

While individuals with unidentified disabilities ually receive services within the general
population due to personal choice, when disalslitiee identified specific services are available.
The Division of Employment and Training partnershathe Division of Vocational
Rehabilitation (VR) in a TARGET Grant. This Graambvides a staff person to assist the
disabled individual and the one stop staff to desigd implement a plan of services for the
development of employment opportunities and jolcgataent. As stated earlier, DOL-DOL-
DET is an Employment Services Network site. Thgadility expert working with other one-
stop staff enables services to be provided in tteestop. When determined necessary by the
Disability Resource Coordinator, individuals areasionally referred to VR for services. VR
often refers individuals with disabilities to theeastop when services are not immediately
available at VR. Both agencies are housed witienane stop and work closely together.
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Deliver comprehensive services for eligible youythrticularly youth with significant barriers to
employment. (WIA Section 112(b)(18)(A).) The dissia®m must include how the state
coordinates youth activities, including coordinatmf WIA Youth activities with the services
provided by the Job Corps program in the state Clips services include outreach and
admissions, center operations, and career placeanértransition services. (WIA Sections
112(b)(18)(C), 129.)

Job Corp staff is housed within the one-stop, aGolps representative is active on the Youth
Council and Job Corp staff participates in the fogdlecisions made by the DWIB. Youth
Services are primarily coordinated through the YidDouncil that has 21 member representing
13" organizations and includes representativesdsted in serving the at risk youth population.
All youth services are contracted and the DWIB pdes approximately an additional eighty
cents of state funds for every Federal dollar offing contracted. Approximately forty five
percent of state blue collar funds are concentratedut of school. All youth served (with
federal and non- federal funds) must have a badentified in the law. Each youth receives
comprehensive services centered on an individuaicgestrategy in line with the DWIB'’s
guidelines for working with youth with barriers. Mamver, an individual who requires additional
assistance to complete an educational prograno, sgdure and hold employment is defined by
the DWIB as: “An individual whose educational leieetwo or more grade levels below the
grade level appropriate to the age of the individuan individual identified as at risk in TEGL
03-04 & TEGL 28-05 not specifically identified ire&ion 101 (13) (c) including youth at risk of
dropping out, dropouts, aging out of foster caceirtinvolved youth, children of incarcerated
parents, migrants, Indian and Native American yautth youth with disabilities.” Therefore, the
state uses the flexibility in defining this youtarkier to ensure youth with significant barriers ar
being served.
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Wagner-Peyser Agricultural Qutreadbach state workforce agency shall operate areacitr
program in order to locate and to contact migraudt seasonal farm workers (MSFWs) who are
not being reached by the normal intake activitmsducted by the local offices. To this end,
each state agency must include in its State Ope@dtPlan an annual agricultural outreach plan,
setting forth numerical goals, policies, and ohyexst. Regulations at 20 CFR 653.107 require
that the outreach plan include the following eletaen

See the full plan at Appendix M.
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Services to Employer3he State Operational Plan must describe howstiite will coordinate
efforts of the multiple programs included in thampto meet the needs of business customers of
the One-Stop system in an integrated fashion, aadiring plans, training needs, skill
development, or other identified needs. The Stater&ional Plan should also describe how the
state will use program funds to expand the paditgm of business in the statewide workforce
investment system. (WIA Sections 111(d)(2), 112{ap(b)(8), 112(b)(10), W-P Section 8, 20
CFR 661.205(b)(1).)

The Division of Employment and Training’s Busin&vices Unit (BSU) is the primary
resource that DET uses to provide services to Eyepto The unit currently consists of five
Business Service Representatif®@SR) and a Supervisor. Although the BSRs report diretctly
the BSU Supervisor, they are housed within thell@cee Stops throughout the State. Each BSR
is assigned to a specific region in the state hayg are responsible to provide services to
employers who fall within their territory. They ptide outreach to employers through various
ways including but not limited to; community meegtn chamber of commerce, career fairs, and
on site visits.

The services that are provided to an employer gapending the employers needs and wants.
The services can include individual employer s@wior providing services to groups of
employers through larger scale events such as faijollhe services that a BSR provides to
employers can range from assisting with posting jotDelaware Job Link (DJL), recruiting,
screening, holding large hiring events. In soméaimses the BSU has assisted new employers
with securing real estate, acquiring business $esrand starting up their company in Delaware.

One of the main goals of the BSU is to ensure egergloyer in the State of Delaware is aware
of the services that are available to them thrabgiDivision of Employment and Training. The
main tool that is used by the unit and employei3Jk. This is an online talent bank which job
seekers and employers can connect via resumeslamidders. Although the BSU provides staff
assistance to enter job orders on behalf of an@yeplthe unit also focuses on moving
employers to create , post and recruit their jateos on their own.

Some of the services can include; hiring and réagiassistance, labor market information,
bonding and Work Opportunity Tax Credit informatidio better ensure employers have a
positive experience, referrals who DET send to eygaks are prescreened. This ensures the best
qualified candidates are referred. Each One Stope has a dedicated job referral specialist
who is responsible for screening the DJL job sediéabase against job orders to create
linkages. They work hand in hand with the BSR tsuga the employers are serviced in a timely
and efficient manner.
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The BSU also partners with other agencies suched3to identify training and hiring needs of
current and future employers within the state ofaldare. The unit and its partners meet
monthly to discuss upcoming employer events sugbkatairs and identified needs of specific
employers or industries throughout the state. TelaWare Department of Labor is working
across divisional lines to ensure maximum coverdganployers. The DOL-DET business
services reps work closely with DVR’s Business & Reps, and DOL'’s Veteran Reps to
prospect for business contacts and job orders.
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WIA Single-Area States Only Additional WIA Title | Requirementdn states where there is
only one local workforce investment area, the gogeserves as both the state and local chief
elected official. In such cases, the state musin#uith its State Operational Plan any

information required in the local plan. Therefatgtes with a single workforce area should also
include in their State Operational Plan:

Any comments from the public comment period thatesent disagreement with the Plan. (WIA
Sections 118(c)(3), 112(b)(9), 20 CFR 661.220@50(a)(8).)

No comments were received.
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The entity responsible for the disbursal of gramds, as determined by the governor, if different
from that for the state. (WIA Section 118(b)(8),@BR 661.350(a)(9).)

DOL-DET is the Recipient of Grant funds IAW Memodam of Agreement at Appendix J
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The type and availability of WIA title | Youth afiies, including an identification of successful
providers of such activities. (WIA Section 118(p)2® CFR 661.350(a)(7).)

In School youth and Out of School youth are sewedler WIA Title I. In School youth at time

of enrollment will be enrolled in school, Basic BkDeficient, or at least two (2) grade levels
below their expected grade level, and be at ris#tropping out of school. Out of School youth
served at time of enroliment, will be a school anajpor a youth who has received a secondary
school diploma or its equivalent but is basic skiléficient, and unemployed or underemployed.
Both In School and Out of School providers at aimum must ensure the following services

are available: tutoring, study skills training, anstruction, leading to completion of secondary
school, including dropout prevention strategieterabtive secondary school services, as
appropriate; summer employment opportunities thadaectly linked to academic and
occupational learning; as appropriate, paid anaighwork experiences, including internships
and job shadowing; occupational skill trainingaggropriate; leadership development
opportunities, which may include community senace peer-centered activities encouraging
responsibility and other positive social behavilusing non-school hours, as appropriate;
supportive services; adult mentoring for the peonbgarticipation and a subsequent period, for a
total of not less than 12 months; follow-up sersita not less than 12 months after the
completion of participation, as appropriate; congresive guidance and counseling, which may
include drug and alcohol abuse counseling andredfexs appropriate. Currently, Jobs for
Delaware Graduates, Delaware Tech — Wilmington Geanand Pathways to Success are among
the successful providers providing such servicesnf&chool Youth and The Challenge

Program and Delaware Skills Program for our Ousdfool youth.

The DWIB, on an annual basis, will issue a ReqterdProposal for Youth Services consistent
with recommendation of the youth council for yog#hvices specified in the act. From the
proposal submitted, the DWIB, based on recommeodgainf the Youth Council, will and fund
youth programs to provide youth services. When ek their entirety, these contracts will
“provide eligible youth seeking academic and emplegit success, effective and comprehensive
activities, which shall include a variety of optgfor improving educational and skill
competencies and provide effective connectionsripleyers.”

In the review and rating of proposals past perferceawill be a major criteria in the selection
and funding of youth contracts. At a minimum, tiigecia will include historical performance on
the youth common measures and day one and day dhittome rates. This information will be
taken from performance data collected by DOL-DET/ABWNew proposers will be enabled to
provide supplemental information to be conside€tther criteria for funding may include, but is
not limited to demonstrated ability, program desigioposed results, linkages, intensity, and
duration of training.
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(]
(Optional) WIA Waiver RequestStates wanting to request waivers as part of thperational

Plan submission must attach a waiver plan, as redjby 20 CFR 661.420(c), that includes the
following information for each waiver requested:

Statutory and/or regulatory requirements for wrachaiver is requested.

A description of the actions the state or locabdras undertaken to remove state or local
statutory or regulatory barriers.

A description of the goals of the waiver, how thgsals relate to Integrated Workforce Plan
goals, and expected programmatic outcomes if theews granted.

A description of individuals impacted by the waiver

A description of the processes used to monitor @mgntation, provide notice to any local
workforce investment board affected by the waipeoyide affected local workforce investment
boards an opportunity to comment on the waiver estjland ensure meaningful public

comment, including comment from business and labor.

See Waiver Requests at Appendix Q and R .
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(]
Trade Adjustment Assistance (TAAStates must describe how TAA will coordinate with
WIA/W-P to provide seamless services to participamd address how the state:

Provides early intervention (e.g. rapid responga&ydrker groups on whose behalf a TAA
petition has been filed. (WIA Sections 112(b)(17({& 134(a)(2)(A), 20 CFR 665.300-.340.)

Our early intervention to worker groups on whoskdbiea TAA petition has been filed is the
same as our WIA Rapid Response activities. Delawas the distinct advantage of ensuring
seamless service delivery for affected workersivaog Rapid Response services because the
DOL-DET Rapid Response unit is part of the One-&apeer Center integrated service design.
In most cases, by the time a TAA petition is fil®dIA rapid response activities have already
taken place. Once we learn a TAA petition has Wigeth, we provide the additional information
specific to Trade, for example ensuring workersaavare of particular deadlines.

We understand the primary purpose of Rapid Resperisesnable affected workers to return to
work as quickly as possible following a layoff, torprevent their layoff altogether. This process
starts with our Business Service RepresentativBR@. The BSRs cover the state and report to
one person, a State Rapid Response Coordinat@ BIRs are looking for ways to help
employers, whether it is to help them get startét getting new employees or help them with
layoff aversion. They also, try to promote thesefiveness of our services including our Rapid
Response services. We want the employers to beatstiabout their responsibilities to issue
notifications of layoffs and closures. We wantstheonversations to be held before any layoff
and should help us with our relationship with aifibecause it illustrates to them we may be
offering quality services and are really there étplthem in many ways. If employers know that
we are there to help them and have different ressuavailable to us, they may be encourage to
work with us before it is too late. The BSR ungets monthly to gather information from each
other and have an active conversation with eacerath economic trends, new labor market
information, new businesses and impending hiredaywaff, funding resources, training
resources, etc. We want everyone on the teamvi® the same information, so they can pick up
trends and perhaps come up with plans for themselnd for the team.

Furthermore, in order to have proactive monitohgny pending layoff , we feel it is important
to have a very active approach with employers, eygslorganizations, communications with
Unemployment Insurance(U.l.) about any increadd.inclaims, press attention, Worker
Adjustment and Retraining Notification Act (WARN)nion organizations, etc. Rapid Response
teams are proactive, so they can assess the potdistocation. Early intervention can help with
the Trade Adjustment Assistance (TAA) petition @ex Similarly, early intervention can assist
with fact-gathering for a strong National Emerge@rant (NEG) application if the dislocation

is one that cannot be accommodated within the’stexésting formula-based Dislocated Worker
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resources. These discussions should be held ahthloyer site whenever possible, but
meetings are and have been held at nearby fasilittur mobile One Stop has been deployed at
times to insure effective communications. It hasn important to us that the team remains
flexible and customizes its approaches to that eyapland affected workers can all be
accommodated. We do feel being proactive is tisé paicy. Therefore, we are continually
trying to build and maintain relationships with aarious stakeholders to include many
employers, labor organizations, workforce and eounaevelopment agencies, training
institutions, service providers and community ofigation, especially with our BSRs and other
employment and training staff.

When Rapid Response sessions are held after a WokRNer announcement of layoff, it is a
time to not only communicate information to theeated workers about services and benefits
(including DOL-DET services, unemployment insurgreealth insurance, the Health Care Tax
Credit, severance and retirement pay, and potgnsiatial services related to financial
management, child care, housing and legal isshas)t is also a time to gather information.

We ask them to complete a survey, so that we ced havide array of information on the
demographics, skill sets, and training needs ofsbikforce. Sometimes these face-to-face
sessions cannot be repeated, so we make suredlaewvell-prepared in advance to gather and
shared, as appropriately, and then analyze themssg. In the past, we have used survey results
to analyze where affected workers reside and aadha service that are requested/needed to
plan and implement. Once we have the worker suresyits and other information, we try to
provide a comprehensive array of service to acasdaeemployment. Using the survey results
help provide the desired services in an area higahffected workers can access. This increases
our success in rapid reengagement into the wor&forc

While no two layoffs are the same, DOL-DET in cbbbaation with Ul, does have an established
procedure including presentation tools and matedalwell as experienced staff conducting
rapid response sessions for any employer as alaestyibed. For worker groups on whose
behalf a TAA petition has been filed, it is likethat they have already received at least one
rapid response session or contact with DOL-DET gtadr to the TAA petition being filed.

Once we know that a petition is filed, we outredahworkers, labor unions, and employer again
to ensure TAA information including how to accegsATservices is communicated.

More specifically, we have established a Specidl2ee Stop office at the Floyd I. Hudson
State Service Center (Hudson). Hudson has ses/actantral place where workers affected by
mass layoffs can go for services. Hudson doesmigtserve as a One Stop Center to receive
core, intensive, and training services that is goed with a resource room where clients can
register with DOL-DET, take assessments, and cdrjdbcearch, but more importantly, it has
served as an outreach center that really striveartts engaging the affected workers, labor
unions, and employers rapidly when a mass layafice We have continuous training for staff
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for both Trade and NEG type layoffs. Policies @nacedures are continually being reviewed
and updated and then shared with staff. We hase asSelf-Assessment Rapid Response Tool
to help determine areas of needed improvement.calignue to strive for improvement that can
lead to early intervention and rapid reengagenrgntthe workforce.
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Provides core and intensive services to TAA paudicts, as indicated in the encouragement of
co-enrollment policies provided in TEGL 21-00. Hescription should provide detailed
information on how assessments are utilized totifyeparticipants’ service needs, including
whether participants need training according to e criteria for TAA-approved training. (20
CFR 617.21(c), 617.22(a))

The timely provision of core and intensive servitterade-impacted workers are an important
step toward improving both the efficiency and etifeness of the Trade Act programs. The first
step for any client is to register and build a reewith DOL-DET. This registration is an
enrollment in the state’s Wagner Peyser program)(M/Rhich they are given an orientation

and therefore provided at least one core servg. case management, information
management, and reporting system (DJL) is an iatedrsystem covering, WP, WIA, TAA,
among other programs. When TAA affected worketsresmy of our One Stops prior to a TAA
petition being filed or approved, they are a Digkecd Worker and can be served under WIA as
well as already be enrolled in WP upon registratig¥hen any client is enrolled in WIA, case
managers begin intensive services with clientsittdtide assessment of skill levels and service
needs, including diagnostic testing and the usslodr assessment tools (i.e. Career Scope and
CASAS).In depth interviewing and evaluation occamsl an Individual Service Strategy (ISS) is
jointly developed to identify and address barristgport service needs, and appropriate
employment and education goals. Information oimitng available in local and regional areas,
information on individual counseling to determinbigh training is suitable training, and
information on how to apply for such training inging financial aid is discussed. Short-term
prevocational services’, including developmenteairhing skills, communication skills,
interviewing skills, punctuality, personal mainteoa skills, and professional conduct to prepare
individuals for employment or training is an onggpservice.

When we learn that a TAA petition has been apprpwedthen opened an enrollment in TAA,
thus creating multiple enroliments in WP, WIA, ahdlA. Delaware being a small state, if it
makes geographical sense, the case will be traadfey a dedicated TAA case manager
operating out of the Hudson Center. In cases winesas not feasible for the client, the client
will remain with their WIA case worker and receiak of the TAA services they entitled to.

This is accomplished by having one person in eawh &lop serve as a Trade specialists as well
as constant communication at the management ldivaltrade affected worker decided to begin
receiving services after a petition is approvedytwill receive the same service described
above. All trade affected workers, like all of alients, are given an orientation to our services
and receive specialized program materials, sugaagphlets and information sheets. To
address the six criteria for TAA-approved trainitige case manager will sign the Trade
Adjustment Assistance Training Justification forfteaseveral discussions and answering six
guestions with the trade-impacted worker.
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Has developed and managed resources (includiny@iezcase management systems) to
integrate data provided through different agenaghsinistering benefits and services (TAA,
Trade Readjustment Allowances, Unemployment InmgaBmployment Security, WIA, etc.) in
order to ensure consistent program administratimhfiscal

For Information about the State’s integrated ong stanagement information reporting system-
DJL, (see Section Il Operating Systems/PoliciespSumg State Strategies). DJL is an
electronic case management, information manageraedtieporting system that serve many
programs that include TAA, WIA, and WP. As a resilthis integrated system, a client can be
co-enrolled when they are in need of other locAtefservices, such as supportive services,
veteran’s services, attending various E & T worlgsh@tc. As many trade-affected workers as
possible are case managed, so that services qao\ided as early as possible and consistently.

For Trade Act, DOL-DET administers TAA (employmeamid training activities), while the
Division of Unemployment Insurance (Ul) administére various types of payments to clients
such as Unemployment Insurance (Ul) as well aallalved payments under the Trade Act
(Trade Readjustment Allowances (TRA), Alternativade Assistance Act (ATAA) and
Reemployment Trade Assistance Act (RTAA)). Ullsoaesponsible for all reporting required
for Health Care Tax Credit HCTC. Therefore, afp&nts to clients (TRA, ATAA, RTAA, and
Ul) are processed within the Ul system. An integfadth the Ul system and DOL-DET’s DJL
enable the state to effectively and efficientlyieai and report all data as required on the trade
activity participant report (TAPR). The partnegshetween DOL-DET and Ul begins at the
Rapid Response sessions since both DOL-DET antBfficonduct them together. In order to
share information between DOL-DET and Ul, processedn place. For information regarding
waivers, the Ul system automatically generatestdication to DOL-DET on nearly expired
waiver who will need staff attention. For any sfiequestion about a payment, Ul and DOL-
DET have one point of contact so that informatian be easily obtained for both divisions. All
training is administer by DOL-DET, processed in Ddhd is the same process for WIA training.
When we pay for training or other services, thecpss is worked on initially at the local office
where case manager requests funds in DJL and avigye Manager or designee can approve
the request. Once there is local approval, theestoggoes to our Fiscal Unit for review and
payment. If there is an issue, it gets addressedkly. DOL-DET informs Ul when a client
begins and ends training to ensure appropriate paigrare made to the client. All performance
reporting is completed by DJL. Through DJL, datgueried and analyzed by a designated staff.
The results are presented to management so issde®acerns can be addressed.
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Il - Operational Plan

Branding. The State of Delaware intends to incorporate #hraérican Job Center” brand into
Delaware’s “one stop” system in the spring of 20Ir8order to accomplish this, an
implementation plan will be finalized in the fourthlendar quarter of 2012
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